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ABSTRACT

In general, researchers dealing with understanding organiza
tional motivation have been concerned with the primary and psychologi
cal needs.

Little is known about the behavioral patterns of men with

relatively strong constant motives.

This investigation of career

preference was designed to test David C. McClelland's theories of
behavior by means of the following hypotheses:
Hypothesis One:

College juniors and seniors who prefer careers

in private enterprise have significantly higher levels of need for
power than those who prefer a career in public enterprise.
Hypothesis Two:

College juniors and seniors who prefer

careers in small- and medium-size organizations have significantly
higher levels of need for power than those who prefer large- and
giant-size organizations.
Hypothesis Three;

College juniors and seniors who prefer

careers in private enterprise have more favorable attitudes toward
certain aspects of the business organization believed to influence the
power motive than those who prefer careers in public enterprise.
A sample of 337 students in business administration and
engineering at Louisiana State University participated in the study.
Data were collected by means of a questionnaire designed to classify
career preference, a thematic apperception test based on the projection
of the subjects' need for power, and a semantic differential test
xi

intended to measure the values and meanings of the power aspects of a
business career.
The level of need for power was defined by dividing the fre
quency distribution at the median for the sample.

Classifications of

high and low levels of need for power were used in tests of the three
hypotheses.
Classifications for the test of the first hypothesis were high
and low levels of need for power and private and public enterprise.
The chi-square test of independence indicated that there were no sig
nificant differences in career preference associated with level of need
for power at the decision level of .05.

Subjects who preferred a

career in private enterprise did not have significantly higher levels
of need for power than subjects who preferred a career in public
enterprise.
Because McClelland's theory had predicted a preference for
ownership among men with a high level of need for power an analysis of
the behavior of the two levels of the power motive toward preference
for ownership and preference for a business corporation was made.
results were not statistically significant.

The

Moreover, analyses of the

academic sub-groups did not substantiate the behavioral theory.
Another theoretical characteristic of the power motive was
that men with a high level of need for power would avoid a career in
a large bureaucratic organization.

Therefore, the second hypothesis

tested the independence of classification of high and low levels of
power and small and large organizations.

Chi-square analysis indicated

no association between level of need for power and size of organization.
xii

Thus, the hypothesis as stated was not confirmed.

In addition, the

hypothesis was not supported by analyses of the academic groups.
The third hypothesis was tested by an analysis of variance
using a factorial design in which attitudes were compared for the effect
of each variable, type, power, and size.

This experimental design also

permitted interpretation of the interaction among the variables.
Results of the test between private and public enterprise
groups did not indicate any significant differences in attitudes at the
,05 level of significance.
supported.

Therefore, the third hypothesis was not

Significant differences were obtained when power and size

were tested, but the interaction pattern indicated that the power
aspects of the business organization were not the issue in attitude
differences.
The analyses indicated that there were other issues or vari
ables which influenced attitudes toward the business organization and
career preference.

xiii

CHAPTER I

INTRODUCTION TO THE STUDY

BACKGROUND OF THE PROBLEM
The subject of motivation occupies such a central place in
management thought that it has been said "management .is motivation."*
Basically, the motivational process is designed to satisfy the primary
and psychological needs of the individual;
of this approach has certain limitations.

2

however, the effectiveness

One limitation is that there

is a tendency to concentrate on day-to-day problems of individual need
satisfaction rather than the long-range goal of a viable organization.
The fact is that there are two aspects of the motivation problem:
(1) the individual goal and (2) the behavioral requirements of the
organization.

Each of these must be analyzed so that the efforts of

the manager to motivate employees are consistent with the behavior
required by the organization.

Analytical Framework for Motivation
Individual motivation is described in terms of motives and

^Leon C. Megginson, Personnel: A Behavioral Approach to Admin
istration (Homewood, Illinois: Richard D. Irwin, Inc., 196j), p. 536.
Harold Koontz and Cyril O'Donnell, Principles of Management
(4th ed.; New York: McGraw-Hill Book Company, 1968), p. 577.

1

q
attitudes toward a goal."'

These two factors are closely related because

together they influence the way a person interprets a situation.

As a

result of this interaction, the individual selects a course of behavior
that satisfies his need from a range of possible alternatives.
Motivation, therefore, is consciously directed behavior.

When

motivation is weak, the individual is said to be apathetic; when moti
vation is intense, it dominates behavior.

Thus, the degree of motiva

tion toward a goal may vary in strength and intensity.4
This complex procedure of individual motivation can be shown
schematically as follows:-*

Heredity
i
Experience |— > Attitudes----- > Motives----- > Behavior----- * Goal
Environment I
Figure 1
Motivational Process of the Individual

As shown in Figure 1, the unique character of the individual is formed
by his heredity, experience, and environment.

He has learned through

his past experiences the situations that are satisfactory to him.

In

brief, his perceptions provide a framework within which he evaluates
alternative modes of behavior.
Even though this complicated process is understood by the

•i

York;

JGriffith Wynne Williams, Psychology: A First Course (New
Harcourt, Brace and Company, Inc., 1960), Chapter 9.
4Ibid.. p. 210.

^William G. Scott, Human Relations in Management (Homewood,
Illinois: Richard D. Irwin, Inc., 1962), pp. 77-78.

3

manager, he finds it difficult to use successfully in motivating
employees.

There are two reasons for this problem.

First, recogni

tion of the particular need is a matter of subjective analysis on the
part of the manager.

Second, objectives of the organization may

require a degree of motivation which is beyond the capability of the
individual.

An analysis of the organizational behavioral requirements

will explain this last point.
According to Daniel Katz and Robert L. Kahn, there are at
least three behavioral requirements in the organization,^

Organizational
Behavioral
Requirements

Motivation to
join and
remain in the
organization

Motivation to
maintain
dependable
role performance

Motivation to
innovate and
create beyond
role requirements

Figure 2
Behavioral Requirements of the Organization

The requirements in Figure 2 are (1) to join and remain in the
organization, (2) to maintain dependable role performance, and (3) to
innovate and create beyond the role requirements so that the system may
be improved.

Economic necessity may determine the motivation of the

individual to join the organization and to maintain dependable role

**Daniel Katz and Robert L. Kahn, The Social Psychology of
Organizations (New York: John Wiley & Sons, Inc., 1966), p. 337.

4

performance.

However, there is still the problem of motivation to re

main and to innovate and improve the system.
the intensity or strength of motivation.

This requirement stresses

Individuals who have more

intense needs to perform activities will be capable of greater motiva
tion.

As a consequence, the organization is interested in securing

individuals with sufficiently strong motives so that the capability of
higher levels of motivation is possible.
This particular aspect of motivation appears to have been over
shadowed by the theories of psychological needs in much of the litera
ture.

Identification and measurement of a strong dominant motive has

received little attention.

An exception to this general statement is

the research conducted by David C. McClelland and John W. Atkinson.^

McClelland's Model of Motivation
McClelland's general theory of motivation is a hedonistic
theory which explains man's behavior in terms of activity directed
toward goals that give him pleasure and toward avoidance of those that
O

give him pain.

The two innate motives--pleasure and pain— are the

primary emotional needs, but the tendency to approach goals that arouse
positive or negative emotional reactions to pleasure or pain is learned.

^David C. McClelland, The Achieving Society (Princeton, New
Jersey: D. Van Nostrand Company, Inc., 1961); McClelland, ed.,
Studies in Motivation (New York:Appleton-Century-Crofts, Inc.,
1955); John W. Atkinson, ed., Motives in Fantasy, Action, and Society
(Princeton, New Jersey: D. Van Nostrand,Company, Inc., 1958).
g
Edward J. Murray, Motivation and Emotion (Englewood Cliffs,
New Jersey: D. Van Nostrand Company, Inc., l'964‘) , pp. 11-12.

5

Atkinson clarified the meaning of the model by identifying four
factors which should be considered in the study of motivation:

q

1.

the conscious experience of desire or want;

2.

analysis of behavior directed towards potential
satisfactions and away from potential dissatisfactions;

3.

internal and external conditions that influence
appetitive and averse behavior;

4.

individual differences in motivation.

From the learned expectations of McClelland's model the indi
vidual develops a motivation pattern described as "a sequence of
behavior characterized by relative constancy of m o t i v a t i o n . T h u s ,
a distinctive pattern becomes associated with a consistent manner of
behavior in the social environment.
However, individual differences associated with these motiva
tion patterns are found in the strength of the motive.

Atkinson

believes that persistence toward a goal is greater the stronger the
tendency to perform an activity.^

Therefore, individuals who have

higher levels of a constant motive are capable of greater motivation
than those who have lower levels of need.
McClelland, Atkinson, and their associates have developed a
standardized technique for the analysis and measurement of motivation

Q

3John W. Atkinson, An Introduction to Motivation (Princeton,
New Jersey: D. Van Nostrand Company, Inc., 1964), pp. 11-12.
^■^Theodore M. Newcomb, Social Psychology (New York:
Dryden Press, 1950), p. 97.
^Atkinson, An Introduction to Motivation, p. 299.

The

patterns.

17

The advantage of this technique is that it can be used to

conduct research concerning the behavior of individuals with strong
needs or desires and also the relationship of that behavior with the
economic environment.

STATEMENT OF THE PROBLEM
The problem of securing employees who are capable of greater
levels of motivation can be made easier by identifying a particular
motivation pattern and estimating its strength.

In effect, a motiva

tion pattern determines the way a person approaches his job so this
knowledge can be used to predict the characteristic behavior associated
with the motive.
Much of the research of McClelland and Atkinson has been in
the area of the achievement motivation pattern.

However, after a study

of the general area, it appears that the need for power may be of more
value in recognizing and developing men for managerial positions.

In

order to investigate this possibility further, the characteristics
associated with the power motive must be examined.

The Power Motive
Certain motives appear to be a relatively stable characteristic
of the

p e r s o n a l i t y .

Alfred Adler postulated that the greatest motiva

tion is the striving for power because of the generalized attitude of

12
Atkinson, ed. Motives in Fantasy, Action, and Society.
loc. cit.
13Ibid.. p. 435.

dependency of children.^

Confronted by numerous obstacles and frus

trations, the individual seeks to influence or control these aspects
of his environment which affect his own actions.

As a consequence of

this early learning, the individual may develop a desire for superior
ity.!5
The power motive is considered to be a dimension of human rela
tionships in this analysis.

Primarily, emphasis is placed on a means

of influence within the social environment.
reflect this fact.

Definitions of the motive

Veroff defines the power motive as a "disposition

directing behavior toward satisfactions contingent upon the control
of the means of influencing another person(s).

Winter defines the

motive as satisfaction derived from "influence over another person,
group of persons, or the world at l a r g e . A n o t h e r definition sees
power as "the motive determined by external stimuli from situations
characterized as competition for leadership, dominance, or influence."
In view of these definitions, satisfaction of the need for power is

!^C. N. Cafer and M. H. Appley, Motivation; Theory and
Research (New York: John Wiley & Sons, Inc., 1967), p. 627*
^^cClelland, The Achieving Society, p. 323.
!®Joseph Veroff, "Development and Validation of a Projective
Measure of Power Motivation," in Atkinson, Motives in Fantasy. Action.
and Society, pp. 105-116.
!^David G. Winter, "A Revised Scoring System for the Need for
Power (N Power)" (Cambridge, Massachusetts: David G. Winter, 1968).
!®K. B. Madsen, in Human Motivation; A Symposium, ed.
Marshall B. Jones (Lincoln, Nebraska; University of Nebraska Press,
1965), pp. 49-70.

8

obtained through determining the behavior of others.
Behavior in organization is structured through decision-making
activities.

As a result, managerial positions are established so that

the efforts of personnel may be influenced to accomplish the legal
requirements of the organization.
enterprise goals.

Behavior is directed toward the

In effect, the satisfaction associated with the

power motive may determine the interest of the individual in performance
of the managerial duties.

For example, research has indicated that

those individuals with a high need for power, when compared to those
with a low need for power, have a greater interest in the job satisfaction of being a leader.

19

The preceding idea suggests a positive

relationship between the power motive and the satisfaction derived from
attaining a position of influence or authority in the organization.
Unfortunately, the word "power" has the connotative meaning of
force to many people, and, as a result, the American businessman has
avoided the issue of the need for power because of the authoritarian
2n

image it implies. u

Nevertheless, in a recent article, McClelland is

reported as stating, "Since managers are primarily concerned with
influencing others, it seems obvious that they should be characterized
by a high need for power. . . ."^

In brief, a sense of satisfaction

•^Veroff, loc. cit.
^^cClelland, The Achieving Society, p. 290.
^David C. McClelland, "The Two Faces of Power," unpublished
manuscript, Harvard University* September 15, 1968, p. 2, as quoted by
J. Sterling Livingston, "Myth of the Well-Educated Manager," Harvard
Business Review. XLIX (January-February, 1971), pp. 79-89.

9

must accompany the exercise of control or influence in a managerial
position.

Otherwise, the individual may lose his motivation to advance

within the organization.

For this reason, the intensity of the power

motive is an important factor in the selection of potential managers
because the individual's persistence in the competitive struggle for a
managerial position is a function of the strength of the motive.

Competent Managers— A Scarce Resource
The complexity of technology and the increasing size of orga
nizations place a critical burden on colleges and universities to
supply future executives.

Education and special training are neces

sary requirements in the advancement of personnel to leadership
positions.
Recently a number of articles have appeared in magazines and
professional journals commenting on the alleged antipathy of college
youth toward a career in the nation's corporations.^

One corporate

executive has concluded that the primary reason for the difficulties
in obtaining college youth in his organization is their "lack of
i n t e r e s t . L a c k of motivation is a serious matter in the
22

Livingston asserts in his article that those individuals who
lack a strong need for power devote their energies to other activities
which they consider more satisfactory to them.
2^
JSee, for example, E. G. Shuster, "The Growing Ranks of
Corporate Individualists," Management Review LIX (October, 1970, pp.
41-44; Harold S. Geneen, "The Human Element in Communications,"
Management of Human Resources, ed. Paul Pigors, Charles A. Myers, and
F. T. Malm (2d ed.; New York: McGraw-Hill Book Company, 1969), pp.
265-273; "What They Believe," Fortune, LXXIX (January, 1969), pp. 70-74.
^Geneen, "The Human Element in Communications," loc. cit.

10

development of corporate managers.

One possible explanation may be

that the organization's expectation of the behavior of executive poten
tial is not compatible with the personality of those students who have
the desire to manage.

Students may evaluate a career preference in

terms of the satisfaction derived from participation in a certain type
and size of organization.

Association Between Personality and Career Preference
McClelland's research in The Achieving Society concerned the
association of a central dimension of the personality with the
economic development in several countries, the United States, Italy,
Turkey, and Poland.

Among managers who were tested in the United States,

the need for power was significantly higher among the men in the
private sector.

He concludes that in government or in large bureau

cratic organizations, the man with a high need for power "who wants
to impose his will, not be imposed upon, migrates to other employ2S
ment." J

This theory seems to represent a logical viewpoint but the

supporting data are not conclusive.

In addition, McClelland's research

did not include the motives of college students for career preference.
As a result of the above mentioned criticism concerning lack of
enthusiasm for a business career, McClelland's theory becomes an
important area for research.

For example, assuming availability of

employment in either the public or private sector, do individuals with
higher needs for power prefer a career in the private sector?

^^McClelland, The Achieving Society, p. 296.
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Specifically, the first hypothesis is:
Hypothesis 1:

College juniors and seniors who prefer careers
in private enterprise have significantly
higher levels of need for power than those
who prefer a career in public enterprise.

This hypothesis is intended to test the association between
career preference and the need for power in order to determine whether
a strong motivation pattern has an influence on the preference for a
career in a particular type of enterprise.

However, the investigation

is not complete at this point.
The second part of McClelland's theory stated that the need for
power may cause individuals to migrate from large bureaucratic organi
zations.

While it is not universally true that large organizations

are more likely to have bureaucratic tendencies than those of smaller
size, there are several points that support this generalization.
First, vested interests are more prevalent in large organizations
because of their very size.
ties to insure stability.

Second, there is a wider range of activi
Third, large organizations devote many

resources toward maintaining communications, control, and coordination.
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These characteristics are more likely to create detailed

procedures, rules, and regulations and to lead to centralized control
so that size of organization has become an issue in the management
literature.
Dissatisfaction of youth with the large organization has

^Theodore Caplow, "Organizational Size." Administrative
Science Quarterly. I (1956-1957), pp. 484-505.
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received a great deal of publicity.
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A recent poll conducted by Louis

Harris & Associates and reported in Life magazine 2ft showed the
preferences of college students for career goals were listed as
follows:
Preference
Big Company
"Small"
For Yourself

Percentage
23%
33
38
94%*

*Those answering "Not sure" were dropped.

Only 23 per cent preferred the category of "big companies," but 71 per
cent preferred smaller organizations.
The preceding data suggest that McClelland's theory warrants
further research.

The level of need for power may be associated with

the preference for size of organization.

Therefore, the second

hypothesis is:
Hypothesis 2;

College juniors and seniors who prefer
careers in small- or medium-size
organizations have higher levels of need
for power than those who prefer careers in
large- or giant-size organizations.

This hypothesis proposes to discover an association between
level of need for power and the size of organization as measured by

27

Sandra Salmans, "Their Own Thing," New York Times, January 31,
1971, Section F, p. 3.
^Changes, Yes— Upheaval, No," Life. LXX (January 8, 1971),
pp. 22-27. The Harris poll was conducted nationally of a crosssection of 26 million Americans between the ages of 15-21. The table
in the text represents only those in college.
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number of employees.

Do students who have a higher level of need for

power feel that they are restricted by the routine procedures which
they may believe to be in the larger organizations?

The question here

is not what bureaucratic tendencies are present but what students
believe are present.
Previously individual motives were shown to interact with atti
tudes in the evaluation of alternative behavior patterns.

The fact is

that attitudes are considered a major part of determining response
patterns.

"Psychologists have used the measurement of attitudes as a

device both for making inferences concerning motives and as predictors
2Q
of behavior." *

Logically, attitudes toward certain concepts in the

organization may be investigated in an effort to explain the prefer
ences exercised by the students when type and size are factors.
Therefore, the third hypothesis is:
Hypothesis 3:

College juniors and seniors who prefer
careers in private enterprise have more
favorable attitudes toward certain aspects
of the business organization believed to
influence the power motive than those who
prefer careers in public enterprise.

The rationale of this hypothesis is that those who prefer
private enterprise may believe that the concepts which are tested are
more relevant in the private sector than in the public sector.

There

fore, attitudes would be more favorable for those preferring the
private sector.

York:

^^Morris S. Viteles, Motivation and Morale in Industry (New
W. W. Norton & Company, Inc., 1953), p. 74.
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IMPORTANCE OF STUDY
This study Is of value for several reasons.

First, the asso

ciation of motivational patterns and career aspirations of college
students are crucial Issues to all organizations because it provides
insight into the kind of men who are available for executive posi
tions.^®

Second, additional knowledge will be provided about the

behavior of students when they are faced with alternative choices.
Third, the information will be of value in the placement of potential
managers and in planning the development of executives.
If the first and second hypotheses are supported, there will be
evidence that individuals with a higher level of power motivation have
a tendency to prefer a certain type and size of enterprise.

Executive

programs can be planned to improve managerial ability in areas in
which those who have a need for power are weak.

In addition, these

men can be placed in positions which will take advantage of their
potential constant motivation.
If the hypotheses are not supported, there will be a contribu
tion to the description of the type of student entering different types
and sizes of organizations, and an indication of the direction further
research should take.
Regardless of the outcome of the third hypothesis, knowledge
of attitudes and beliefs of the students will provide a communication
link among private enterprise, public enterprise, and the academic

^^IcClelland, The Achieving Society, p. 300,
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community.

If the first two hypotheses are supported and the third is

supported, this information should indicate that student attitudes are
a potent factor in choosing alternatives.

If the first two hypotheses

are not supported, the third hypothesis can improve the communication
between organizations and students who are just entering a career.

If

the third hypothesis is not supported, private enterprise organiza
tions will have some idea of their image among students.

If the third

hypothesis is supported, private enterprise will know that these con
cepts are important to students even though the level of need for
power may not be the controlling factor in career preference.
Finally, the academic community will gain additional informa
tion on the concepts of power positions in the organization.

The

information may enable the community to undertake additional research
in the field of motivation.

SCOPE OF THE STUDY
The study is concentrated on one motivation pattern and its
relation to the career preference of college students.

It is conceded

that there may be other dimensions and factors, internal and external,
which may have an effect on the students' preferences.

However, it is

also true that an attempt to investigate the whole range of variables
which contribute to human behavior would be overwhelming.

An attempt

is made here to explore some generalizations concerning the power
motive to determine whether they are evident in the real world.
Nagel in writing of methods of analyses stresses the point
that no theory can explain a system unless various restrictive or
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boundary conditions are placed on the generality of the theory.^

LIMITATIONS
Studies of the kind explored here have certain limitations which
are general in nature.

First, adequate time and financial resources

limit the scope of the study.

Second, the participation of subjects in

the research is limited.
A more comprehensive study of several universities in regions
across the country would have given the research a more general appli
cation to the student population.

However, such an inquiry would have

required many months of travel at great expense.

Therefore, the

research was conducted at a state university in order to obtain a
sample that was considered to be generally representative of other state
universities across the country.
The second limitation is of more importance in evaluating the
research.

A replication of the test to these same students after they

have been employed for a year or two would improve the study.

Such a

procedure, however, would have presented many other problems.

Students

participate in personality research on a voluntary and anonymous basis.
To do otherwise would be an invasion of the privacy of the individual.
For this reason, there may be some objection on the part of partici
pants in contributing information for a follow-up study.

^Ernest Nagel, "Emergence Vs. Reductionism," Philosophic
Problems, ed. Maurice Mandelbaum, Francis W. Gramlick, and Alan Ross
Anderson (New York: Macmillan Company, 1957), pp. 249-261.
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In defense of research of the type conducted here, behavioral
research in the real world seeks associations, descriptions of behavior,
and relationships rather than cause and effect.

Although limitations

are a necessity in the study of such a complex subject as the indi
vidual motivation, each study adds to the sum of knowledge and provides
additional insight in the area of human behavior.

PREVIEW
This study is designed to explore the association between a
dominant pattern of motivation and the behavior of students in the real
world.

These students will one day shape the future of the economy,

and the results of the research will provide a better description and
understanding of the motives and attitudes which influence their
behavior.
Chapter II is a presentation of the methodology used to obtain
the data upon which the conclusions and recommendations are based.

A

knowledge of the methods used to collect the data, procedures used in
the analysis, and the limitations of the research provide a perspec
tive for the evaluation of the results of the study.
Chapter III is an analysis of the data providing a test of the
association between the levels of need for power and preference for
careers in private or public enterprise.

The analysis is expanded to

include the association of level of need for power and ownership of
business.
Organizational size and the level of need for power is analyzed
in Chapter IV to establish a relationship between the two.

The

analysis includes a division of small and large organizations into
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four categories based on number of employees to examine the relation
ship to need for power.
Chapter V presents an analysis of attitudes concerning certain
aspects of the business organization which are believed to be related
to the power motive.

The analysis attempts to explain the results of

the data analyzed in Chapters III and IV.
Chapter VI presents a summary of the findings and the conclu
sions and recommendations indicated by the results of the study.

CHAPTER II

METHODOLOGY OF THE STUDY
All too often In the study of human behavior the methodology
used in the research is overlooked In transferring generalizations
from one environment to another.

It Is the purpose of this chapter

to set forth the specific methodology followed to gather and analyze
the data.

The research is necessarily conducted under certain

restraints and limitations which should be duly noted before attempt
ing to apply the findings to other situations.

The subjects, the

environment, and the methods and procedures used are all important to
an intelligent evaluation of the conclusions and recommendations
derived from the research.

SELECTION OF THE SUBJECTS
The basic assumption underlying the test of asspciation between
the power motive and career preference is the availability of employ
ment in either the public or private sectors of the economy.

Therefore,

the subjects chosen are those who are in academic areas where employ
ment in either sector is readily available and not limited in demand to
a few jobs in a specific field.

General Population
The measuring instrument for the need for power is one which
must be administered to groups because of the time involved.
19

In order
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to get groups of students together at any one time, it was necessary
to obtain permission from professors to enter the classroom.

For

this reason, Louisiana State University at Baton Rouge was chosen for
the research.

It is a large state university, and the students at this

institution are not considered significantly different from the students
at other large state universities.

Academic Areas
A survey was conducted at Northwestern University of 191 largeor medium-size business organizations who recruit on college campuses.
In 1970, approximately 85 per cent of the total undergraduates hired
were in business administration or engineering.^

The remaining 15 per

cent was divided among liberal arts, chemistry, physics, and others.
Private business appears to recruit employees in larger numbers in the
areas of business administration and engineering.

Furthermore, these

students have degrees which are in demand in the public sector.

In

effect, the two academic areas which were selected seemed to fulfill
the basic assumption of the study--employment was available in either
the public or private sector of the eoonomy.
For the purpose of this study, the business administration area
includes management, marketing, finance, accounting, economics, and
statistics.

The engineering area includes chemical, electrical,

petroleum, civil, and mechanical and industrial engineering.

The

^'*When Grads Go Looking for Jobs,” U. S. News & World Report.
December 21, 1970, p. 31.
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population in the two areas was treated as one with the number of sub
jects from each area being approximately equal.

Academic Classifications
This study is limited to students at the junior and senior
levels.

The survey cited above indicated that only nine per cent of

the total number hired were graduate students so these were excluded
from the sample.
Junior and senior classifications were selected because their
general direction of interest has been established by this time.

The

classification was not limited to seniors because of the difficulty
in securing subjects.

The Sample
A random sample was not possible because the nature of the
research instrument required not only permission by the professor to
enter the classroom but also the voluntary cooperation of the student.
For a degree of precision of five per cent, a sample size of
320 from the combined total of juniors and seniors in the two academic
areas was considered to be the minimum.

The actual size of the sample

was 337 subjects.

THE RESEARCH INSTRUMENT
The research instrument is divided into three sections (see
Appendix A).

The first section provides the basis for classification

of subjects by preference of career goal, the second section is a set
of stimuli for the assessment of the need for power, and the third
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section is designed to measure the attitudes of the subjects in the
study.

The Questionnaire
The first section of the research instrument is a questionnaire
designed to reveal the preferences of students for type and size of
organization.

Question No. 2 was included in the event any further

study of the students is contemplated after two or three years’
experience in the career.

Question No. 4 was for the purpose of

analyzing the academic areas separately.

Question No. 5 served as a

basis of classifying students by type of organization.
Question No. 6 categorized the subject's preferences for size
of organization.

Every subject responded to this question regardless

of preference in question No. 5.

Public enterprise is defined as a

public service organization in this research study, and it was felt
that subjects may very well have a preference for size in that
category.

The Test for Need for Power
The second section of the research instrument is the Thematic
Apperception Test (TAT) which consists of a series of ambiguous
pictures that permit interpretation according to the individual’s
perception.

The subject writes a story that fits the picture.

The

rationale behind the technique is that each story projects urges and
needs of the subject that are consistent with his personality.
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McClelland uses this particular procedure to reveal certain aspects of
the personality through the thought content of the subject.

2

Three pictures were used as stimuli for the construction of
stories by the subjects.

The pictures, (Nos. 5, 92, and 94),^ were

chosen from a catalogue of pictures and are identified as those used
by Veroff in his development of the scoring method for power motivation.

4

Veroff conducted a number of tests for the validity of the

power motive and found that the projective test identified variables
related to power.

Based upon his research, it is assumed that the

test Identifies and measures the need for power in individuals who take
the test under neutral conditions.
The scoring procedure used is a standard one developed by
Veroff and modified by Winter.^

First, the story is scored for Power

Imagery, and then goes on to search for subcategories which elaborate
the basic power theme.

The maximum score possible for one story is the

Siam of scores for Imagery and subcategories or +11.

If Power Imagery

is not present, the story is scored zero, and the scorer proceeds to
the next story.
^David C. McClelland, "The Psychology of Mental Content Recon
sidered," Current Research in Motivation, ed., Ralph Norman Haber (New
York: Holt, Rinehart and Winston, Inc., 1966), pp. 641-647,
John W. Atkinson, ed., Motives in Fantasy, Action, and Society
(Princeton, New Jersey: D. Nostrand and Company, Inc.), 1958.
^Joseph Veroff, "Development and Validation of a Projective
Measure of Power Motivation," in John W. Atkinson, ed., Motives in
Fantasy. Action, and Society (Princeton, New Jersey: D. Van Nostrand
Company, Inc., 1958), pp. 105-116.
^David G. Winter, "A Revised Scoring System for the Need for
Power (N Power)," (Cambridge, Massachusetts: David G. Winter, 1968).
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One objection to the projective technique has been the lack of
objective method— the same data can be interpreted differently by
different scorers.^

To insure more reliable data and consistent scoring

method, the scoring was done at the Behavioral Science Center in
Cambridge, Massachusetts, which is under the direction of David C.
McClelland and associates.

Measurement of Attitudes
The third section of the research instrument is the semantic
differential test developed by Charles E. Osgood and others^ to
measure attitudes and meaning.

This measurement was chosen because it

appears that meaning to an individual is multidimensional.

The

semantic differential is designed to measure not only attitudes but to
provide additional descriptive information about the meaning of the
concept to the individual.

Two individuals or two groups may have the

same attitude toward a concept, but a difference in meaning may provide
a better explanation of the preference expressed for a career.®
The basic operation of the semantic differential is the alloca
tion of a concept to a series of descriptive scales, polar adjectives,
which are chosen as representative of the major dimensions of semantic

York:

®F. N. Kerlinger, Foundations of Behavioral Research (New
Holt, Rinehart, and Winston, Inc,, 1964), p. 526.

7Charles E. Osgood, George J. Suci, and Percy H. Tannenbaum,
The Measurement of Meaning (Urbana, Illinois: University of Illinois
Press, 1957).
8Ibid., pp. 191, 198-199.
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space in which meaning varies.

g

Through extensive research on the

instrument, Osgood and his associates have identified three dimensions
as major contributors to the meaning of a concept to the individual:
evaluative, potency, and activity.
The attitudes are determined by the evaluative factor which
accounts for the greatest portion of judgment in human thinking.^
This dimension compares favorably with such well-known scales as the
Thurstone and Guttman scales as an index of attitude.^

Attitudes

measured on this scale judge the concept as good--bad. etc.

Intensity

of the attitude is determined by its position on the scale--from 1 as
a measurement of bad to 7 as a measurement of good. The neutral
position is 4 with degrees of intensity of attitude between the polar
adjectives.
Interpretation of meaning is enhanced by the potency factor.
This factor is identified with the strength or toughness of the con
cept being judged.

Connotative meaning is judged by such adjectives

as strong--weak.
The third dimension of meaning is measured by the activity
factor.

This factor represents excitement or action.

Such adjectives

related to the meaning of the concept as fast--slow are representative
of the activity dimension.

The other dimensions of meaning account for

^Ibid., p. 31.
10Ibid.. p. 190.
11Ibid.. pp. 193-195.
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a very minor portion of the semantic space* and add little to the

Interpretation.
Preparation of the semantic differential test requires selec
tive judgment.

Three factors must be considered in this process;

the

selection of the concept, selection of the scales, and the form of the
test.

Selection of Concepts.— The concepts selected depend upon the
purposes of the research.^

They should be relevant to the subject

matter and familiar to the individuals being tested.

The concepts

tested in this study were chosen as certain aspects of the organiza
tion believed to influence the power motive.

Therefore, selection of

the concepts were judged by the following criteria:
1.

the need to control or influence others or the
world at large;

2.

the desire for superiority and prestige.

The concepts were derived from an article in the Harvard Business Review

14

which implied that both public and private organizations

must be prepared to change in structure and values to meet the demands
of young people when they enter a career.

The crux of the demands was

power--the power to make decisions, to set objectives, to initiate

12Ibid., p. 73.
^I b i d ., pp. 77-78.
^Samuel A. Culbert and James M. Elden, "An Anatomy of
Activism for Executives," Harvard Business Review. XLVIII (NovemberDecember, 1970), pp. 131-142.
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change— and the desire for autonomy.

These issues are directly

related to the power positions within the organization.1^
The third hypothesis seeks an explanation for the behavior
revealed by the relationship between the level of need for power and
career preference.

Therefore, the concepts which were considered

appropriate for the investigation were the following:
C-l.

Opportunity To Set Objectives and Assume
Responsibility in Business Career.

C-2.

Opportunity Provided by Business Career To
Influence Other People in the Organization.

C-3.

Business Career Provides Opportunity for You
To Make Decisions.

C-4.

Business Career Provides Challenge to You through
Competition.

C-5.

Opportunity Provided by Business Career To Use
Your Abilities.

C-6.

Your Chance To Attain a Position of Prestige in
Business.

All concepts were associated with a business career to pro
vide a point of comparison for the public and private enterprise groups.

Selection of Scales.— Scales were chosen on the basis of being

^See for example, Herbert G. Hicks, The Management of Organi
zations (New York; McGraw-Hill Book Company, 1967), pp. 26-27 for an
analysis of the application of power within the organization.
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maximally loaded on the specific factor represented and minimally
loaded on others.

The scales chosen were tested by Osgood and recom

mended as being representative of the dimension in space.^
All scales maximally loaded on a particular dimension may not
be applicable to a certain concept because the nature of the concept
dictates the relevancy of the scale.

Irrelevant concept-scale pair

ings may cause a reduction of information if the scores are averaged
over each dimension of meaning.

This problem is avoided by compari

son of groups across each scale.

If the scale is considered irrele

vant by the entire sample, the neutral position is marked, and the
scale is of no consequence in the comparisons.
Customary procedure is the use of three scales to represent
each factor so that the subject is provided with a balanced space.
In this manner, the subject has a greater choice to describe his atti
tude and the meaning he attaches to the concept.17
The scales chosen for this particular set of concepts were:

Evaluative

Potency

Activity

good-bad

strong-weak

active-passive

fair-unfair

large-small

sharp-dull

pleasant-unpleasant

wide-narrow

fast-slow

Form of the Test.— The form chosen for administering the test

^Osgood, op. cit.. p. 37.
17Ibid.. pp. 78-79.
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was one concept on a separate sheet o£ paper.
there would be a constant meaning
being judged.

This was done so that

for the subjects In the concept

The scales are alternated in polarity direction, to pre18

vent position preference, and the

factors are rotated.

the form was selected it was used

for all concepts.

However, once

Pretest of the Instrument
The research instrument was pretested at the University of
Southern Mississippi by administering it to a group in a required
course in business administration and to a group in a required course
in education.
No attempt was made to measure power.

The object here was to

determine if the students could be stimulated by the picture to write
meaningful stories.
The scales of the concepts were tested to determine if subjects
who had made a definite commitment in either the public or private
sector had different attitudes and/or meaning toward the concepts in a
business career.
The criterion used was that if a significant difference was
present on any one scale, the concept was considered differently by one
group.

The pretest showed that there were significant differences,

particularly on the potency and activity factors.
The students were encouraged to write criticisms of the wording
of the concept, and changes were made for the sake of clarity.

18Ibid., pp. 81-82.
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METHOD OF ANALYSIS
The independent variable, the need for power, is a part of the
personality and has already occurred in this study.

The object here

is to disentangle the existing situation and to study the possible
relationship between the independent variable and other variables which
are the subject of interest.^

Analysis of the First and Second Hypotheses
The analyses of the first and second hypotheses deal with
nominal dependent variables, namely, the type and size of organization
preferred by the students.

In using a nominal variable, the members

of a group may be the same as or different from the members of another
group.

20

The result in this case is that there are dichotomous vari

ables, private and public enterprise and large and small organizations.
The independent variable is an ordinal variable which ranks
the members of the group. 21x

Because the data in this study are not

exact in any numerical sense, but are, on the one hand, a dichotomy
and, on the other, rankings of power, the chi-square test of independence was chosen as the method of statistical analyses. 22

^F. N. Kerlinger, op. cit., pp. 360-365.
^^George A. Ferguson, Statistical Analysis in Psychology and
Education (2d. ed.; McGraw-Hill Book Company, 1966), p. 12.
^Ibid., p. 13.
Charles T. Clark and Lawrence L. Schkade, Statistical
Methods for Business Decisions (Cincinnati, Ohio: South-Western Pub
lishing Co., 1969), pp. 423-435.
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Statistical Procedure.— Chi-square is a measure of the lack of
agreement between the observed data and the hypothesis, which states
that the classifications are independent and have no significant asso
ciation.

The formula for such a test is

X2 =

(fo-fe)2

fe

where fo are the observed frequencies and fe are the expected fre
quencies .
Since the chi-square test is not a measure of the degree of
relationship, the contingency coefficient is the descriptive measure of
association used with qualitative variables.

The contingency coeffi

cient is given by

“iT T x 2”
The maximum value of the contingency coefficient is determined
by the number of rows and columns in the contingency table.
2X2

table may be compared only to another 2 X 2

table.

Thus, a

However, in

this study the contingency coefficient is adjusted by
Q

adjusted =

C

^max
where ^max equals the maximum value of the specific contingency table.

2^John H. Mueller and Karl F. Schuessler, Statistical Reasoning
in Sociology (Boston: Houghton Mifflin Company, 1961), pp. 264-268.
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This procedure standardizes the value of the contingency coefficient to
one.

Definition of Power.— A definition of the level of need for
power is consistent across all classifications.

Classifications of

high and low levels of need for power were obtained by dividing the
entire sample at the median.

This procedure was used in the interest

of consistency and to avoid the confusion of changing definitions.
The frequency distribution shown in Figure 3 indicates that the
scores have a tendency to cluster around the median score.

For this

reason, a more sensitive test was applied by dividing the distribution
roughly into thirds.

Sharp breaks occur at the scores of two and five,

so the procedure in this instance was to divide the sample at the score
of two and below for low level of power and at the score of five and
above for high level of power.

Definition of Enterprise Classification.— Groups in public and
private enterprise were classified based upon answers to question No.
5 in the questionnaire.

All subjects who checked items (5-1), (5-2),

and (5-6) were placed in the category of private business.

These

items include ownership of business, family business, and a business
corporation.

Subjects who checked the remaining items were classified

as the public enterprise group.

Included in this category were govern

ment service, teaching profession, armed forces, a charitable organiza
tion, and private foundations.

In cases where the option other was

checked, the students were classified in either category where an

1

2

3

4

5
6
7
8
Need for Power

9

Figure 3
Frequency Distribution for Need for Power
Median « 3.37

Mean = 3.58

Standard Deviation = 2.24
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explanation was given.

Where no explanation was given, the subject was

not included in the sample.

Further Analyses.— The same procedures and definitions are used
throughout the testing of the first and second hypotheses.

Tests are

conducted by academic area, by ownership of business, and by subdividing
small and large organizations into four groups characterized by number
of employees.

Analysis of the Third Hypothesis
The third hypothesis attempts to explain the results of the
previous tests--the preference of subjects.

However, the hypothesis

has added a qualification of the attitudes by relating them to aspects
of the organization believed to influence the power motive.

Further

more, in the second hypothesis, size of organization and level of need
for power are tested for association.

A more complete analysis can be

made by testing the effects of three independent variables on the atti
tudes of subjects.
Factorial analysis enables the research to proceed on several
independent variables simultaneously.

In addition, the effect of com

binations of variables can be measured to determine significant differ
ences.

This procedure may provide more insight into the behavior of

students on the basis of several cross-classifications.^4

^ F o r a more detailed discussion of the advantages of factorial
analysis see D. R. Cox, Planning of Experiments (New York: John Wiley
& Sons, Inc., 1958), and Allen L. Edwards, Experimental Design in
Psychological Research (rev. ed.; New York: Holt, Rinehart and Winston,
1964).
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The three factors in the study have two levels— private and
public enterprise, high and low power, and small and large organiza
tions.

Methods of analysis of variance in factorial designs with equal

or proportionate sub-class numbers are given in most standard textbooks.
However, unequal or disproportionate sub-class numbers contribute to
the failure of the addition theorem for the sums of squares.^

As a

result of the complications associated with unequal frequencies, the
method used here to conduct the analysis involving disproportionate
sub-class numbers is one developed by the Agriculture Research Center.
The procedure yields the same results as the standard methods used in
computations of the analysis of variance.
The least-squares procedures (method of fitting constants or
estimates of the population parameters) involves computing the sums of
squares for the analysis of variance by the use of matrix algebra. °
A matrix inverse is used to compute estimates of the constants and to
compute the sum of squares for the class or set under investigation.
An analysis is conducted on each scale.

If the scale is sig

nificantly different when comparing groups, then the meaning of the
concept is considered to be different.

The interaction is analyzed to

determine the form of variation for one factor over the levels of

25
G. W. Snedecor, Statistical Methods (5th ed.; Ames, Iowa;
Iowa State College Press, 1956), p. 379.
^ F o r complete information on the analysis and its many appli
cations to data with unequal sub-class frequencies, see Walter R.
Harvey, Least Squares Analysis of Data with Unequal Subclass Numbers.
U.S. Dept, of Agriculture, Research Service No. 20-8 (Beltsville,
Maryland: Biometrical Services, Agriculture Research Center, July,
1960).

36

another factor in order to determine the manner in which the factors
Interact to produce a significant difference in attitude.
The academic sub-groups are examined by profiles of the groups.
The profiles show the different perceptions of groups within the busi
ness group and the engineering group.

The Level of Significance
The level of significance chosen for this study is 5 per cent.
It is used throughout the study.

This level seems sufficient since it

means that if the null hypothesis is rejected, the computed statistic
can be expected to occur in only 5 out of 100 samples.

LIMITATIONS OF THE RESEARCH
The need for power is a classification variable.
the person before the research is begun.

It exists in

Therefore, the variable is

not under the control of the researcher, and no experiment is involved.
In defense of ^x post facto

research, exploratory research in the real

world adds information or modifies existing theories even though it is
27
necessary to employ what Ferguson calls "a primitive approach." 7

If

the difficulties involved in the measurement of such variables are
recognized and the purpose of the research is understood to involve an
isolation of variables in an effort to discover relationships, then
the evaluation can be made on a more intelligent basis.

It is similar

in nature to the relationship of price and quantity in economic theory.

^Ferguson, op. cit.. p. 13.
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There are other variables which enter into price theory, but it increa
ses understanding of economics if this basic relationship is known.
There are certain methodological problems in the Thematic
Apperception Test which should be understood.

28

First, the instrument

may be effective for the first few pictures and after that subjects may
adapt to the method.

The test was shortened to three pictures instead

of the usual six to allow for this limitation.

The second problem is

the familiarity of the pictures to the subjects in the study.

Higher

response appears to occur when the stimuli are situations with which
the subjects can identify.

It is, of course, difficult to find

pictures that satisfy this condition when two groups of subjects are
tested.

The pictures selected were felt to be familiar to both

business and engineering students.
The method of measuring the need for power, the projective
test, is not considered reliable by some psychologists.

One of the

leading authorities in the field of psychological testing, however,
has accepted the tests for the purpose of

r e s e a r c h . 29

Further precau

tions were taken to insure the reliability in this study by having it
scored by professionals.

28w alter R. Reitman and John W. Atkinson, "Some Methodologi
cal Problems in the Use of Thematic Apperceptive Measures of Human
Motives," Motives in Fantasy. Action, and Society, ed. John W.
Atkinson (Princeton, New Jersey: D. Van Nostrand Company, Inc., 1958),
pp. 664-683.
2Q

7Anne Anastasi, Psychological Testing (3rd ed.; New York;
Macmillan Company, 1968), pp. 499-519.
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CONCLUSION
The importance of the power motive is emphasized in the state
ment:

"Perhaps the most generally valid statement that can be made

about the nature of the accessory functions of groups is that all
groups serve to meet the dominance needs of some of their members and
the belongingness needs of most of their m e m b e r s . T h e preferences
and attitudes associated with this motive appear to be of considerable
importance to the management of public and private organizations.

■^^David Krech and Richard S. Crutchfield, Theory and Probleaa
of Social Psychology (New York: McGraw-Hill Book Company, Inc., 1948),
p. 383.

CHAPTER III

THE POWER MOTIVE AND CAREER PREFERENCE
IN PUBLIC AND PRIVATE ENTERPRISE

INTRODUCTION
The purpose of the first hypothesis in this study is to in
vestigate the association between the level of need for power and the
preference for career goals of college students.

David C. McClelland's

theory was that the man with a high level of need for power who wants
to impose his will, not be imposed upon, migrates from government to
other employment.*

Therefore, the hypothesis to be tested in this

chapter is:
College juniors and seniors who prefer careers in private
enterprise have significantly higher levels of need for
power than those who prefer a career in public enter
prise .
Tha analysis is further expanded to include the association of
the level of need for power and ownership of business because of
McClelland's theoretical reasoning that ownership is important to
individuals with a high level of power.

*David C. McClelland, The Achieving Society (Princeton,
New Jersey: D. Van Nostrand Company, Inc., 1961), p. 296.
2Ibid.
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ASSOCIATION OF LEVEL OF NEED FOR POWER AND
TYPE OF ENTERPRISE
The purpose of this analysis is to isolate the level of need
for power and career preference by type of enterprise, and to investi
gate the association between the two classifications.

The method of

analysis is the chi-square test of independence and its associated con
tingency coefficient.

The null hypothesis to be tested is that there

is no relationship; the two classifications are independent.

Analysis of Entire Sample
Subjects in the entire sample were divided into four groups.
The need for power was defined as a dichotomy with high and low levels
of need.

Subjects whose scores were below the median were classified

as low in the level of need for power.

Subjects with scores above the

median were classified as high in the level of need for power.
The type of enterprise was naturally a dichotomy.

Subjects

preferred either private enterprise defined as personal business, family
business, and a business corporation or they preferred public enter
prise defined as government, the armed forces, teaching profession,
charitable organization, private foundation, and any public service
organization.

The latter distinction included several subjects who

answered item No. 9 of question No. 5 by saying they preferred the
Peace Corps, hospitals, and similar organizations.
Table 1 indicates the preferences of the students when classi
fied according to these two categories.

An overwhelming majority of

students, 84.57 per cent, preferred the private sector to the public
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sector.

The subjects who indicated this preference were relatively

equally divided between high and low levels of need for power.

In

addition, the division in level of need for power was approximately
equal in the public sector.

TABLE 1
INFLUENCE OF LEVEL OF NEED FOR POWER ON
CAREER PREFERENCE FOR ENTIRE SAMPLE

Level of
Need for
Power

Type of Enterprise
Private
Public
Per
PerNumber
centage
Number centage

Total
Per
centage
Number

High

135

40.06

25

7.42

160

47.48

Low

150

44.51

27

8.01

177

52.52

Total

285

84.57

52

15.43

337

100.00

X2 = 0.008853
.90 <p £ .95

Analysis of the data in Table 1 indicated the classifications
were independent, and no association was present between the level of
need for power and the preference for public or private enterprise.
The significance level in this analysis is between .90 and .95.

In

fact, such a small value of chi-square indicates almost perfect agree
ment between the observed frequencies and the expected frequencies.

A

further examination of the data was felt to be necessary as a precau
tionary measure.
The analysis may be clarified by converting high and lew levels
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of need for power to a common base for comparison.

This procedure

should provide a further check on the preceding analysis.

TABLE 2
PREFERENCE FOR TYPE OF ENTERPRISE BY STUDENTS
CLASSIFIED AS HIGH AND LOW LEVEL OF POWER

Level of
Need for
Power

Type of Enterprise
Private
Public
Percentage
Percentage

Total
Percentage

High

84.37

15.63

100

Low

84.75

15.25

100

High and low level of need for power preferred private and
public enterprise by the same proportions.

The evidence in Table 2

shows that there was no significant influence of a higher level of
need for power for career preference.

In brief, the analysis lends

support to the previous analysis that no statistically significant
association existed between the two variables, levels of need for power
and type of enterprise.
To probe more deeply into the matter, an analysis was made of
the extremes of the distribution--very low power (defined as being
0-2,
sive).

inclusive) and very high power (defined as being 5 - 1 1 , inclu
Tabl^ 3 indicates a level of significance between 50 and 70

per cent in this analysis.
Proportions of students who prefer private enterprise did not
change substantially from the entire sample.

There was a slight

increase in the percentage of high level of power students who prefer
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private enterprise, but the percentage preferring public enterprise
showed little change.

On the whole, the extreme portions of the dis

tribution show an approximately equal division of high and low level of
power students in each category.

Therefore, the level of significance

did not change sufficiently to show any association between the two
classifications.

TABLE 3
INFLUENCE OF EXTREME PORTIONS OF LEVEL OF NEED FOR
POWER ON CAREER PREFERENCE FOR SAMPLE

Level of
Need for
Power

Type of Enterprise
Public
Private
PerPer
centage
Number
centage
Number

Total
Per
Number centage

High

93

41.90

16

7.20

109

49.10

Low

99

44.60

14

6.30

113

50.90

192

86.50

30

13.50

222

100.00

Total

X2 = 0.2488
0.50 <p <0,70

The hypothesized relationship of a higher level of power and
preference for private enterprise was not substantiated in these
analyses.

Subjects in the present study show a decided preference for

private enterprise, but the data give no indication that the preference
was influenced by level of the power motive.
McClelland developed his theory by means of the motivation
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equation:^ motivation is a multiplicative function of the motive, the
expectancy or subjective probability of success, and the incentive
value of success.

Therefore, men with a high level of power would

approach situations which satisfied their disposition to influence or
control others or the world at large.
The research reported in McClelland's book, The Achieving
Society, indicated that managers in private business had significantly
higher levels of need for power when compared to managers in govern
ment departments.
States.

This result was particularly evident in the United

Based on these findings, McClelland concluded that working for

the government may require enough obedience to arbitrary dictates from
above to make this type of employment unpleasant for men who have a
high level of power.^
According to the preceding theory, the subjects with a high
level of need for power would perceive that the probability of impos
ing their will would be greater in private enterprise.

Based on the

evidence of this study, there is no support for this thesis.
Although, the hypothesis as stated was not supported, subjects
did exhibit a preference for private enterprise.

However, it appeared

that the preference was influenced by other variables.

The fact that

approximately equal proportions of students having high and low levels
of need for power preferred private enterprise supports this conclusion.

■^John W. Atkinson, An Introduction to Motivation (Princeton,
New Jersey: D. Van Nostrand Company, Inc., 1964).
^McClelland, op. cit., p. 296.
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There is also the possibility that the difference in subjects
led to some of the inconsistency of the cest.

McClelland's subjects

were selected from middle level managers in private business and in
government.

Work experience in the competitive atmosphere of business

may have activated the power motive of the subjects in his sample.

Sub

jects in the present study are college students who are not involved in
work situations which stimulate competition for managerial positions.
This basic difference could have contributed to some of the inconsis
tency between McClelland's research and the present study.
The foregoing analyses were based on the entire sample.

There

may be systematic differences between students in the two academic
areas which may obscure the relationship when students are considered
as one sample.

Therefore, a similar analysis was conducted within the

classification of academic area.

Analysis of Academic Groups
Systematic differences could very well contribute to the
cogency of the results of the first series of analyses.

For example,

the content of many courses in business administration may arouse the
power motive.

Courses such as business policy, personnel management,

and principles of management deal with the positions of power in the
organization and the superior-subordinate relationship.

In engineering,

the emphasis is placed on the technical and theoretical aspects of the
profession.

As a result of the different areas of interest, students

in engineering, whatever their level of need for power, may view the
public and private sectors as being equally attractive employment
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opportunities.

Business students may be more conscious of the fact

that they cannot exert a great deal of influence over policies and
objectives in the public sector.

Analysis of Academic Area. Career Preference, and Level of Need
for Power.— The first analysis relating to the argument advanced above
is an analysis of career preference in the academic groups.

Table 4

indicates the percentage of the students who prefer private and public
enterprise by academic area.
preferred private enterprise.

In the business group, 82.0 per cent
The percentage of the engineering group

was even higher— 87 per cent preferred the private sector.

TABLE 4
EMPLOYMENT PREFERENCE OF ACADEMIC GROUPS BY
TYPE OF ENTERPRISE

Academic
Area

Type of Enterprise
Private
Public
PerPer
Number
centage
Number centage

Total
PerNumber centage

Business

132

82.0

29

18.0

161

100.00

Engineering

153

87.0

23

13.0

176

100.00

Comparison of the employment preferences of students classified
by academic area shows that there is little difference in preference
for type from the preference expressed by the entire sample.

However,

the analysis indicated that a greater proportion of engineering
students preferred private enterprise.

For this reason, an analysis

was made on the association of area of study and level of need for power.
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The possibility existed that the different proportions in the groups
might be related to a difference in the level of need for power.
Subjects were classified by level of need for power and by
academic area.

Table 5 contains the data which resulted when these

classifications were analyzed.

The engineering sample had a much

larger proportion of low level of need for power.

In the business

area, the opposite was true--the proportion of high level of need for
power was larger.

TABLE 5
CONTINGENCY TABLE FOR SUBJECTS CLASSIFIED BY
ACADEMIC AREA AND LEVEL OF NEED FOR POWER

Level of
Need for
Power

Academic Area
Business
Engineering
Per
Per
Number
centage
Number
centage

Total
Per
Number centage

High

85

25.22

75

22.26

160

47.48

Low

76

22.55

101

29.97

177

52.52

161

47.77

176

52.23

337

100.00

Totals

X2 = 3.4953
•05< p< .10

The data indicated.that there was a difference in the propor
tions of high and low levels of need for power in the two groups
although the level of significance was not high enough to reach the
decision level of .05.

The probability was between .05 and .10.

the category of high level of need for power, 53.12 per cent chose

In
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business as an area of study.

In the category of low level of need for

power, approximately 57.06 per cent chose engineering as an academic
area of study.
The data in these two tables, Tables 4 and 5, have a tendency
to support the conclusion in the preceding section that other variables
enter into preference for a career.

The evidence that a greater pro

portion of engineering students prefer private enterprise despite the
fact that there is a smaller proportion in that academic area who have
a high level of need for power indicates to the researcher that the
power motive had very little effect on their career preference.
The possibility exists, however, that an analysis of the
separate groups may reveal a probability that there is an association
within groups between level of need for power and career preference in
private enterprise.

Analysis of the Business Administration Group.--The business
students were classified according to the level of need for power in
the same manner as the entire sample.

The data which were used to

conduct the chi-square analysis are shown in Table 6.
The analysis shows a level of significance between .30 and .50,
which is not sufficient to indicate any association between level of
need for power and career preference for business students.
In the previous analysis, a greater proportion of high level of
need for power students were in business administration.

If the theory

of power motivation were valid for this group, a greater proportion of
those students with a high level of need for power should prefer private

49

enterprise.

On the contrary, a greater proportion of those students

preferred public enterprise when compared to the entire sample.

The

proportions of high and low level of need for power in the private
sector remained approximately the same.

Thus, the level of need for

power appears to have no association with the career preference for
private enterprise of this sub-group.

TABLE 6
INFLUENCE OF LEVEL OF NEED FOR POWER
ON CAREER PREFERENCE FOR BUSINESS
ADMINISTRATION STUDENTS

Level of
Need for
Power

Type of Enterprise
Private
Number
67

High
Low

Total

Per
centage
41.61

Public
PreNumber
centage
18
11.18

Total
Number Per
centage
85
52.79

65

40.37

11

6.84

76

47.21

132

81.98

29

18.02

161

100.00

X2 = 1.2207
0.30 <p <. .50

A further analysis was made using the extreme portions of the
sample of business students.

Low level of need for power was defined

as scores 2 through 0, and high level of need for power was defined as
scores 5 through 11 for this analysis.

The results are shown in

Table 7.
When the extremes of the distribution were analyzed, the pro
portion of students with high level of need for power increased
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approximately 5 per cent in the private sector.

Nevertheless, the level

of significance was between .20 and .25 which still does not approach
the decision criterion of .05.

Therefore, the difference between the

extreme portions of the sample of business students was not substan
tial enough to be statistically significant.

TABLE 7
INFLUENCE OF THE EXTREME LEVELS OF NEED
FOR POWER ON CAREER PREFERENCE
FOR BUSINESS STUDENTS

Ltevel of
Need for
Power

Type of Enterprise
Private
Public
Per
Per
Number
centage
Number
centage

Total
PerNumber centage

High

51

46.79

12

11.00

63

57.80

Low

41

37.62

5

4.58

46

42.20

Total

92

84.41

17

15.59

109

100.00

X2 - 1.3508
0.20 <p <0.25

When the employment preference was analyzed by academic area,
the proportion of engineering students who preferred private enterprise
was 87 per cent.

Therefore, the data for students were examined to

determine whether a relationship existed in this sub-group.

Analysis of the Engineering Group.— The engineering group was
divided into high and low levels of need for power and analyzed by
enterprise preference.
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A chi-square analysis of Table 8 shows the probability of an
association between the power motive and type of enterprise was between
.20 and .25.

The proportionate division of students in private enter

prise shows a much larger proportion of low level of need for power.

A

similar proportionate division exists in the public enterprise classi
fication.

TABLE 8
INFLUENCE OF LEVEL OF NEED FOR POWER
ON CAREER PREFERENCE FOR
ENGINEERING STUDENTS

Level of
Need for
Power

Private
Number

Type of Enterpri se
Public
Per
Per
Number
centage
centage

Total
Per
Number centage

High

68

38.63

7

3.98

75

42.61

Low

85

48.30

16

9.09

101

57.39

153

86.93

23

13.07

176

Total

100.00

X2 - 1.6047
0.20 <p <0.25

An analysis was conducted using the extreme portions of the dis
tribution in the sample of engineering students.
The proportions show little change from the preceding analysis.
Probability of chi-square is between .30 and .50, which is a lower
level of significance than the level for the engineering sample as a
whole.

However, the proportion of the extremes of the distribution who

preferred private enterprise is 88.48 per cent.

This percentage is
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greater by far than that in any of the other analyses.

TABLE 9
INFLUENCE OF EXTREME LEVELS OF NEED FOR POWER ON
CAREER PREFERENCE FOR ENGINEERING STUDENTS

Level of
Need for
Power

Type of Enterprise
Private
Public
Per
Per
Number
centage
Number centage

Total
Per
Number centage

High

42

37.16

4

3.54

46

40.70

Low

58

51.32

9

7.98

67

59.30

100

88.48

13

11.52

113

100.00

Total

X2 = 0.6011
0.30 <p <j0.50

It will be recalled that McClelland's theory indicated that a
career preference would be made on the basis of satisfaction of a dis
position to impose the individual's will or influence.

Since the need

for power had no association with career preference, it would appear
that the students would perceive no difference in types of enterprise.
Thus, either type would seem to be equally attractive as employment
areas.

However, this is clearly not the case when the proportion who

prefer private enterprise is observed.
Based on these analyses, it appears that the hypothesis as
stated was not supported when the academic areas were examined.
Although proportionately the preference for private enterprise was very
great, the level of need for power appeared to play no part in the
stated preference,
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An analysis of the private enterprise group may prove to be
more productive in testing for a relationship between level of need for
power and career preference.

This sector attracted such large propor

tions of students in both academic areas that a separate analysis
appears plausible.

ASSOCIATION OF LEVEL OF NEED FOR POWER
AND OWNERSHIP OF BUSINESS
McClelland reasoned, with some justification, that private
ownership would be crucial for men with a high level of need for power
because it "implies the power of disposal of what is owned."5

a

high

level of need for power may also imply a desire to become an entrepreneur
in private enterprise.

Entrepreneurial Responsibilities and
Ownership of Business
The traditional image of the American entrepreneur has been the
individual who chooses to take the risks associated with ownership.
Ambition, ability to organize, a certain amount of daring, and a sense
of individual responsibility for productive labor are those character
istics which are most often mentioned in a definition of entrepreneur
ship.^

These characteristics compare favorably with the image given by

the need for power— the disposition to influence others and the world

^Ibid.. pp. 265, 296.
^Frank W. Tuttle and Joseph M. Perry, An Economic History of the
United States (Cincinnati: South-Western Publishing Company, 1970),
p. 205.
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at large, the desire to occupy a position of authority and prestige.
Apparently the desire to take the risks of ownership is still
active in the general student population.

The Harris poll in Life

magazine reported that 38 per cent of the college students in the study
preferred their own businesses.^

McClelland's theory that the power

motive might be associated with this desire seemed worthy of investiga
tion.

Analysis of Personal Business Versus
Business Corporations
Analysis of the association between the level of need for power
and ownership of business required limiting this sample to private
enterprise.

High and low levels of need for power were defined by

determining the median for private enterprise (3.43).

All students

who had scores below the median were classified as low level of need for
power.

All those who had scores above the median were classified as

high level of need for power.
The questionnaire section of the research instrument had pro
vided numerous choices of career preference.

Students were asked to

check their preference in order to give them an opportunity to express
their desire although they might expect to work for a business corpora
tion.

As a matter of fact, some of the students did indicate personal

business as a first choice and a business corporation as their second
choice.

When the option was expressed in this manner, the subject was

^"Changes, Yes-t-Upheaval, No," Life. LKX (January 8, 1971),
pp. 22-27.
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classified as the personal business group.
When subjects were classified in the four groups, the data were
analyzed by the chi-square statistical procedure.

Probability of an

association between level of need for power and preference for type of
private business was between .30 and .50 which was not statistically
significant.
Proportions of students in the high and low level of need for
power classifications were approximately equal in personal business and
business corporations as shown in Table 10.

Thus, there seemed to be

no indication that the power motive influenced preference for type of
private business.

TABLE 10
INFLUENCE OF LEVEL OF NEED FOR POWER ON CAREER PREFERENCE
FOR PERSONAL BUSINESS AND BUSINESS CORPORATIONS

Level of
Need for
Power

Type of Private Business
Personal
Business
Business
Corporation
Per
Per
centage
Number
centage
Number

Total
Per
Number centage

High

22

8.24

106

39.70

128

47.94

Low

29

10.86

110

41.20

139

52.06

Total

51

19.10

216

80.90

267

100.00

X2 = 0.5827
0.30 <p <0.50

However, there was still the possibility that a combination of
personal business and family business might show some relationship.
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Analysis of Personal Business and Family
Business versus Business Corporations
A combination of the two categories of personal business and
family business Increased the total percentage of those who expressed
a preference for ownership from 19.10 per cent to 24.21 per cent.

A

comparison with the proportion in the Harris poll (38 per cent) does not
indicate that this sample had a strong desire for ownership.

As the

proportions in Table 11 point out, high and low levels of need for
power who preferred the types of private enterprise were approximately
equal.

TABLE 11
INFLUENCE OF LEVEL OF NEED FOR POWER OR PREFERENCE FOR
PERSONAL-FAMILY BUSINESS AND BUSINESS CORPORATIONS

Level of
Need for
Power

Type of Private Business
Personal
Business
and Family
Corporations
Per
Per
Number
centage
Number
centage

Total
Per
Number centage

High

29

10.17

106

37.19

135

47.36

Low

40

14.04

110

38.60

150

52.64

Total

69

24.21

216

75.79

285

100.00

X2 - 1.0411
0.30 <p <0.50

Chi-square analysis shows a level of significance between .30
and .50.

The decision criterion for a statistical significance was .05.
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Analysis of the subjects by academic area showed that although
the proportion of business students who preferred the combination of
personal business and family business increased to 31.82 per cent, the
division by level of need for power'in the types of private business
was still approximately equal.

The engineering group showed a similar

division between levels of need for power.

However, in this group,

the proportion favoring personal and family business dropped to 17.65
per cent (See Appendix B). The level of significance for both academic
groups in a chi-square analysis was between .30 and .50.
These analyses did not support McClelland's thesis that indi
viduals with a high level of need for power would be more favorable
toward ownership.

In effect, the data show that business corporations

are preferred by a large majority of students in this sample.

Further

more, the power motive does not appear to have any influence on the
stated preference.

SUMMARY
The sample of business administration and engineering students
was divided according to high and low levels of need for power and
preference for public and private enterprise.
Chi-square analysis was made to test the hypothesis that those
who preferred private enterprise had higher levels of need for power
than those who preferred public enterprise.

This hypothesis was not

supported for the entire sample, and it was not supported when the very
high and very low levels of need for power were analyzed.An analysis
of the percentages preferring private and public enterprise shows that
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the levels of need for power are divided in the two enterprise cate
gories in approximately equal proportions.

Although students who

preferred private enterprise were a substantial majority of the sample
(84.57 per cent), there is every indication that the preference for
type of enterprise is independent of the need for power.
The academic areas of business and engineering were analyzed
to determine whether an association between level of need for power and
type of enterprise might exist when those groups were considered
separately.
The business administration group showed a higher percentage of
high level of need for power students when compared to the engineering
group although the analysis was not statistically significant at the
.05 level.

However, the engineering group preferred private enter

prise by 86.93 per cent in contrast to 81.98 per cent of the business
group.
Analyses of the data of the business and engineering groups
indicated that the differences in proportions of high and low levels
of need for power were not significant at the decision level of .05 in
public and private enterprise.

When the extreme portions of each dis

tribution were examined, a chi-square analysis failed to reveal any
significant differences in proportions. In view of the evidence
provided by this series of analyses, a high level of need for power
had no effect on the preference for type of enterprise within the sub
groups .
Theory concerning the power motive had connected the ownership
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of business to the satisfaction of controlling one's own enterprise.
It was hypothesized that ownership was crucial to a man with a high
need for power.
Accordingly, the private enterprise group was divided into high
and low levels of need for power and into three groups of enterprise,
personal business, family business, and business corporations.
The first analysis was conducted between personal business and
business corporations.

A second analysis combined personal business

with family business as one gtoup and business corporations as the other
group.

Differences in the proportions of high and low levels of need

for power in each enterprise group indicated no statistical significance.
The above analyses did not produce evidence that the level of
need for power influenced the preference for the individual's own busi
ness.
Academic sub-groups of business administration and engineering
were analyzed by combining personal business with family business as
one group and business corporations as the second group,

These analyses

did not show any significant evidence that students with high level of
need for power were attracted to their own businesses in greater propor
tions than students with low levels of need for power.
In conclusion, the hypothesis as stated was—
College juniors and seniors who prefer careers in private
enterprise have significantly higher levels of need for
power than those who prefer a career in public enterprise.
The analyses conducted indicated no support of the hypothesis when the
entire sample was analyzed nor when the extreme portions of the sample
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distribution were analyzed.

Similar analyses using the sub-groups of

business and engineering gave no indication of influence of the power
motive on preference for type of enterprise.
In addition, an analysis of the sub-group in private enterprise
was made to test the association of high level of need for power and
ownership of business.

The analyses of this

any association between these two variables.

sample did not disclose
Level of need for power

in this sample had no effect on preference for owning an enterprise.

CHAPTER IV

ORGANIZATIONAL SIZE AND THE NEED FOR POWER

INTRODUCTION
Large organizations have become increasingly important in
society today.

As they have evolved and become more complex, their

functioning has been associated more and more in men's minds with
"big" government.

One reason for the association may be because the

bureaucratic organization is conceived as a pyramiding of administra
tive units.^

Undoubtedly McClelland combined government and the large

bureaucratic organization in one category in his theory of the behavior
of men with high levels of need for power.

Men with high levels of

need for power would perceive the large bureaucratic organization as a
restriction on their need to impose their will.

2

The purpose of this chapter is to test McClelland's theory in
a sample of college students to determine if they do in fact prefer
smaller organizations and if the preference is associated with the
power motive.

Specifically, the second hypothesis is:

*See Delbert C, Miller and William H. Form, Industrial
Sociology (New York: Harper & Brothers, 1951), p. 153.

Jersey:

^David C. McClelland, The Achieving Society. (Princeton, New
D. Van Nostrand Company, Inc., 1961), p. 296.
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College juniors and seniors who prefer careers in
small* and medium-size organizations have significantly
higher levels of need for power than those who prefer
large- and giant-size organizations.
Investigation of this hypothesis will provide a more factual
basis from which predictions can be made about behavior which is asso
ciated with the power motive.
To achieve this goal, it is first necessary to understand some
of the reasons for the general assumption that large organizations
have bureaucratic characteristics.

LARGE BUREAUCRATIC ORGANIZATIONS
AND THE INDIVIDUAL
Before proceeding to the investigation of the association between
the power motive and the size of organization, certain explanations are
necessary.

The idea of bureaucratic tendencies has different meanings

in the social sciences.^

Bureaucratic Characteristics
The first usage concerns the orderly arrangement of functional
units. This meaning is most often used in the sociological literature
in describing the growth of governing units.^

The second usage is the

Weberian ideal of specialized labor with functions arranged in a

%ichel Crozier, The Bureaucratic Phenomenon (Chicago:
University of Chicago Press, 1964), p. 3.

Boston:

Sjilliam F. Ogbum and Meyer F. Nimkoff, Sociology (3rd ed.;
Houghton Mifflin Company, 1958), p. 3.

63
hierarchy of authority.

Impersonal rules and procedures are estab

lished to govern actions internally and externally.

Employment for

applicants is based on objective standards set by officials of the
organization.^

The third usage is the popular concept of the bureau

cratic organization which sees the maladjustments, the routine, and the
complications which arise because of human interaction within the formal
bureaucracy.^
McClelland's theory appears to associate the large-scale
organization with the second usage— the impersonality, the hierarchy
of specialized labor, and the standardized rules and procedures which
may contribute to the conflict of the personality with a high level of
need for power.

The conflict occurs within the meaning of the popular

concept of bureaucratic organizations.
But why the large organization?

To answer this question, the

effect of size on the functioning of the organization must be examined.

Size and Bureaucratic Tendencies
Organizations may be analyzed relative to the interaction
possibilities existing within and between groups.^

In this framework,

size has an effect on the limits of interaction and the changes which
occur in the organizational structure.

As a result, size of

^Peter M. Blau and H. Richard Scott, Formal Organizations
(San Francisco: Chandler, 1962), pp. 32-33.
^Crozier, op. cit.. pp. 3-4.
^This analysis is based on Theodore Caplow, "Organizational
Size." Administrative Science Quarterly. I (1956-1957), pp. 484-505.
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organization directly influences the size of the management group.
This view is pertinent here in the sense that college students expect
to join a management group.
As the organization diversifies and expands its services or
products, the management group becomes larger because of the limitations
on the interaction span of any one manager.

Thus, sub-units are

organized around special functions into a pattern of activity contri
buting to the over-all objective of the organization.

This in turn

contributes to a hierarchy of authority for the purpose of coordinating
the work flow.
As the management group increases, Caplow sees the following
developments:
1.

a central record-keeping system;

2.

standard procedures for reporting;

3.

ranks and grades for personnel;

4.

methods of formal evaluation of personnel;

5.

use of specialists;

6.

mass communication techniques.

These characteristics of large organizations fit very well into
the bureaucratic scheme.

Impersonal

to obtain uniformity of action.

rules and procedures may be used

The hierarchy of sub-units and the use

of mass communication methods lends credence to the thought that policy
is made at the top echelon of management and imposed on those below.
These conditions may seem to restrict the initiative of the individual.

65

The Power Motive and Organizational Size
McClelland saw the personality of the man with a high level of
need for power as resisting the imposition of policies and procedures
from those in the top echelon of the organization.

High level of need

for power students would seek situations in which they could exert
their influence or control.
The maladjustments, the routine, and the complications arising
from the standardization of procedures may adversely affect the desire
of the man with a high level of need for power to join a large organiza
tion.

As Michel Crozier says, the bureaucratic world is an arbitrary

world in which people have no way of measuring their own endeavor.®
Therefore, McClelland theorized that an individual with a high
level of need for power would prefer a situation in which the management
group appeared smaller.

There would be more opportunity to exert

influence or power within the management group.

The next section is

designed to test this theory.

ORGANIZATIONAL SIZE AND THE
LEVEL OF NEED FOR POWER
Organizational classification by number of employees is diffi
cult to determine and not altogether satisfactory.

Individual percep

tions differ on what constitutes a large and small organization.

g

Crozier, op. clt.. p. 208.
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Classification of Groups
The only precedent which can be followed in determining
organizational size is the legal classification of a small business.
Title 41, U. S. Code Annotated, Section 3306 (k), sets the upper limit
of a small business at 500 employees.
In Caplow's analysis of group interaction, the size of the
management group was the issue.

Determination of the size of the

management group by consideration of the number of employees depends
generally on the type of work to be done.
into four categories:

Caplow classified groups

small, medium, large, and giant.

The classifi

cations were used in the questionnaire for this study to provide a
range from which students could make a selection.
fication included 501-5,000 employees.

The medium classi

The classification of large

was considered to be between 5,001 and 10,000 employees.

The manage

ment group in this category would increase because of the interaction
limits of the manager.
10,000 employees.

The giant organization was considered to be over

Organizations at this stage would necessitate a

hierarchy of administration to obtain coordinated effort.
An organization of 500 employees may be considered by students
as being the owner-manager type in which policy and procedures are
rigidly enforced.

The medium organization classification was included

in the hypothesis as a preference for men of a higher level of need
for power to guard against this perception.
Before a test of the hypothesis was conducted, it seemed advis
able to analyze the sample using the various classifications by size.
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An analysis of classifications would provide a more valid means of
determining whether students of higher levels of need for power might
perceive small- and medium-size organizations as satisfying their need
to control.

Analysis of Classifications by Size
The sample was divided into eight groups, by high and low
level of need for power and size of organization by number of employees.
The association of level of need for power and size of organization
was tested by means of a contingency table.
The proportions of high level of need for power in each classi
fication of organizational size varied from a low of 42,10 per cent in
the classification of 5,001-10,000 employees to a high of 55.32 per
cent in the classification of 10,000 employees and over.

Table 12 shows

the data used to ascertain whether the proportion of the high and low
levels of need for power differed significantly in the various classifi
cations .
The probability of the value of chi-square was not statistically
significant in this case.

However, of the total sample, 45.40 per cent

preferred the classification of small organization (500 employees and
under).

The next classification (medium-size organization) was

preferred by 29.38 per cent.

The combined proportion for small and

medium organizations was 74.78 per cent and 25.22 per cent for the large
and giant classification of organization.

A.Harris poll

9

reported in

^"Changes, Yes— Upheaval, No," Life, LXX (January 8, 1971)
pp. 22-27.
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Life magazine of a nation-wide sample of college students showed "big
companies" were preferred by 23 per cent of those questioned.

TABLE 12
CONTINGENCY TABLE FOR ALL SUBJECTS
BASED ON LEVEL OF NEED FOR POWER
AND SIZE OF ORGANIZATION*

Size
or
Organization
500 and under
501-5,000
5,001-10,000
over 10,000

Total

Level of Need for Power
High

Low

Total

67
51
16
26

86
48
22
21

153
99
38
47

160

177

337

*Classified by number of employees
X2 = 3.0799
0.30 <p <0.50

Comparison of the proportions of those who preferred "big
companies" in the Harris poll and the proportion of the students in
this study who preferred large and giant organizations indicates close
agreement between the two— 23 per cent and 25.22 per cent, respectively.
An analysis of the hypothesis seemed to be founded on valid data.

Analysis of Entire Sample
The subjects were classified as high or low levels of need for
power in the same manner as they were for the first hypothesis--the
median was 3.37 for the sample.

Organizational size was divided into

two classifications for these analyses.

Small size included 5,000
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employees and under; large size Included all organizations over 5,000
employees.
Table 13 Indicates the preference of students when a chi-square
analysis is made using these four classifications.

TABLE 13
INFLUENCE OF LEVEL OF NEED FOR POWER ON PREFERENCE
FOR ORGANIZATIONAL SIZE FOR ENTIRE SAMPLE

Level of
Need for
Power

Size of Organization
Small
Large
Number
Number
Per
Per
centage
centage

Total
Per
Number
centage

High

117

34.72

43

12.76

160

47.48

Low

135

40.06

42

.12.46

177

52.52

Total

252

74.78

85

25.22

337

100.00

X2 - 0.441035
0.50 <.p <0.70

The large organization had an almost equal division of high and
low level of need for power.

The levels of need for power in the small

size classification were approximately equal.
between .50 and .70, a very low level.

Level of significance was

According to this analysis,

level of need for power had no association with size of organization.
A more sensitive analysis was conducted by use of the extreme
portions of the distribution.

Very high level of need for power was

defined as being the scores of 5 through 11, inclusive.

Very low level

of need for power was defined as 0 through 2, inclusive.

The propor

tions in these data are given in Table 14.

70

TABLE 14
INFLUENCE OF EXTREMELY HIGH AND LOW LEVELS
OF NEED FOR POWER ON PREFERENCE
FOR ORGANIZATIONAL SIZE

Level of
Need for
Power

Small
Number

Size of Organization
Large
Per
Number
Per
centage
centage

Number

Total
Per
centage

High

79

35.59

30

13.51

109

49.10

Low

89

40.09

24

10.81

113

50.90

168

75.68

54

24.32

222

100.00

Total

X2 = 1.1902
0.25 <p <0.30

The percentage of high level of need for power increased
slightly in the large-size organization.

Otherwise there seems to be

no difference between high and low levels of need for power in the two
sizes of organizations.

Level of significance is between .25 and .30.

The proportions of the entire sample who preferred small and
large organization remained fairly constant, 75.68 per cent for small
organizations and 24.32 per cent for large organizations.
The analyses of the entire sample and the extreme portions of
the distribution did not yield any positive results in support of the
hypothesis.

Individuals with a high level of need for power apparently

view the large organization in the same manner as those who have a low
level of need for power.

Both groups obviously prefer the small

organization by a large percentage (74.78), but the preference is not
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Influenced by the power motive.
According to McClelland's theory, the group would perceive the
large organization as similar to government or public enterprise.
However, a comparison of the proportions preferring public enterprise
and large organizations shows that approximately 10 per cent of the
sample are more favorable toward large organizations.

This percentage

is divided into approximately equal proportions of high and low level
of need for power.

In effect, the power motive did not influence the

perception of the students.

Both levels were in agreement in a pre

ference for small organizations.
Yet it seemed appropriate to test the academic groups
separately to determine if there were differences connected with area
of study.

Analysis of Academic Groups
The opportunities for employment in organizations of a par
ticular size may be one of the factors in the preference for size.
Therefore, it seemed advisable from a research standpoint to examine
the academic groups.

Engineers as a group may consider large organi

zations more attractive than business students because of the choice
of academic study, e.g., petroleum engineering and chemical engineer
ing.

Analysis of Preference for Organizational Size by Academic
Groups.--The proportions of the two academic groups preferring small
and large organizations are shown in Table IS.
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TABLE 15
PERCENTAGE OF ACADEMIC GROUPS BY PREFERENCE
FOR ORGANIZATIONAL SIZE

Academic
Area

Size of Organization
Small
Large
Number
Per
Number
Per
centage
centage

Business

129

80.0

32

20.0

161

100.0

Engineer
ing

123

70.0

53

30.0

176

100.0

Total
Number
Per
centage

Thirty per cent of the engineering students express a pre
ference for large organizations while 20 per cent of the business
students prefer large organizations.

There is a difference in pre

ference between the two academic groups, but is it influenced by the
level of need for power?

Association of Level of Need for Power and Organizational Size-Business Students.--Business students show a much greater preference for
small organizations than engineering students.

However, Table 16 shows

no association between this preference and the level of need for power.
Level of significance is between .20 and .25.
Differences between the levels of need for power are not sig
nificant when considered by size of organization.

Thus, there appears

to be no association between the power motive and preference for size
of organization in the business group.
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TABLE 16
INFLUENCE OF LEVEL OF NEED FOR POWER ON PREFERENCE
FOR SIZE FOR BUSINESS STUDENTS

Level of
Need for
Power

Size of Organization
Small
Large
Per
Per
Number
Number
centage
centage

Total
Number Per
centage

High

65

40.37

20

12.42

85

52.79

Low

64

39.75

12

7.46

76

47.21

129

80.12

32

19.88

161

100.00

Total

X2 = 1.5094
0.20 <p <.0.25

A greater proportion of engineering students compared to busi
ness students, preferred the large organization.

Choice of academic

study may have influenced the preference because large organizations
are generally predominant in the fields of petroleum engineering and
chemical engineering.

However, it is still to be determined if power

had an influence on preference.

Table 17 shows the data from which

the statistical analysis was made.
The probability of chi-square in this analysis is between .80
and .90.

Although over 30 per cent preferred large organizations, the

difference in the proportions of high and low level of need for power
had a very low significance level.

Therefore, no association of power

and size was apparent in the engineering sample.
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TABLE 17
INFLUENCE OF LEVEL OF NEED FOR POWER ON PREFERENCE
FOR ORGANIZATIONAL SIZE FOR ENGINEERING STUDENTS

Level of
Need for
Power

Size of Organization
Small
Large
Number
Per
Number
Per
centage
centage

Total
Number Per
centage

High

52

29.55

23

13.06

75

42.61

Low

71

40.34

30

17.05

101

57.39

123

69.89

53

30.11

176

100.00

Total

x2 = 0.01899
0.80 <.p <0.90
When the extreme levels of high and low need for power were
analyzed for both academic groups (see Tables 3 and 4, Appendix C),
there is no association between levels of need for power and pre
ference for size of organization.

The level of significance for the

extreme portions of the business group was 0.30
the engineering group, 0.25

p

0.30.

p

0.50, and for

The decision level of signifi

cance was 5 per cent.
In view of the evidence presented in the analyses of academic
groups, McClelland's theory was not supported.

SUMMARY
David C. McClelland concluded from his research that men with
a high level of need for power would not prefer to participate in large
bureaucratic organizations.
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The effect of size on the functioning of the organization was
analyzed by considering the interaction possibilities of individuals
as the organization expands and diversifies.

Interaction possibilities

are fewer as the organization grows in size because of the limitations
of the interaction span of the individual manager.
are organized around special functions.

In turn, sub-units

As the number of sub-units

increases, a hierarchy of authority develops to facilitate coordination
of the various functions.
As the management group increases and the number of activities
grow and expand, the following bureaucratic characteristics develop:
1.

a central record-keeping system;

2.

standard procedures for reporting;

3.

ranks and grades for personnel;

4.

methods of formal evaluation for personnel;

5.

use of specialists;

6.

mass conmunication techniques.

These characteristics of the bureaucratic organization may
conflict with the theory of the behavior of men with a high level of
need for power.

According to the theory, the individual's goal is to

influence or control others or the world at large.

The bureaucratic

organization may restrict his actions and impose the will of others
from a higher echelon of management.

Interaction possibilities with

the policy-making level of management may be so remote that the
individual feels he will have little opportunity to exert influence
within the organization.

Imposition of routine procedures may run

76

counter to the power motive of the individual who desires to influence
the situation by his own endeavor.
This theory was tested by dividing the sample into eight groups;
high and low levels of power and four classifications of organizational
size by number of employees.

The four classifications by size gave a

wider range for individual choice.

When the sample was analyzed by

chi-square, no significant association among the power levels and the
various sizes was revealed.

The analysis did reveal, however, that

74.78 per cent of the sample preferred the two classifications which
fell in the range of one to 5,000 employees.
The hypothesis was then tested using four classifications:

the

need for power was divided at the median of the sample for a high and
a low level of need; the organizational size was defined as being (1)
a small organization with 5,000 and under employees and (2) a large
organization with over 5,000 employees.
Chi-square analyses of the entire sample and of the extremely
high and low levels of the distribution of power showed no significant
association between the power motive and organizational size.

The

proportions of high and low levels of need for power were approximately
equal in small and large organizations.
An analysis of the academic groups shows that the engineering
gtudents prefer large organizations by a greater proportion than
business students.

However, when the groups were analyzed separately,

there were no statistically significant differences between the
proportions of high and low level of need for power in the academic
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areas.

This gave supporting evidence to the finding that no associa

tion between the power motive and size of business was present in
these groups.
The hypothesis that students who prefer small and medium organi
zations would have higher levels of power than those who prefer large
and giant organizations has not been supported by the data in this
sample.

The power motive appears to have no association with

career preference for size of organization.

CHAPTER V

ATTITUDES TOWARD THE POWER ASPECTS
OF BUSINESS ORGANIZATIONS

INTRODUCTION
The area of human motivation has sought to explain the differ
ences in individual behavior by means of the concept of a mediational
sphere of action between the background of the subject and the
arousal of a motive.

The complete model of motivation, therefore,

implies that attitude provides the perceptual framework for this
mental evaluation.

As a result, preference for a particular type of

organization might have been affected by attitudes toward certain
aspects of the organization.

Therefore, this chapter concerns the

following hypothesis:
College juniors and seniors who prefer careers in private
enterprise have more favorable attitudes toward certain
aspects of the business organization believed to
influence the power motive than those who prefer
careers in public enterprise.

Selected Aspects of the Business Organization
The aspects chosen to measure the attitudes of the subjects
were concepts which were believed to influence the power motive.
Opportunities to occupy positions of power and influence were con
ceived as being capable of eliciting more favorable attitudes among
those who prefer private enterprise than those who prefer public
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enterprise.

Public enterprise is more often thought of in connection

with the implementation of goals set by a higher authority.*

The

concepts believed to be related to satisfaction of the power motive are;
C-l.

Opportunity To Set Objectives and Assume Responsibility
in Business Career.

C-2, Opportunity Provided by Business Career To Influence
Other People in the Organization.
C-3.

Business Career Provides Opportunity for You To Make
Decisions.

C-4.

Business Career Provides Challenge to You Through
Competition.

C-5.

Opportunity Provided by Business Career To Use Your
Abilities.

C-6.

Your Chance To Attain a Position of Prestige in
Business.

Data on the concepts were obtained with a semantic differen
tial test.

This test is a method of measuring the meaning of a concept

to individuals and groups.

Measurement of Attitudes
In the development of the semantic differential technique,
attitude has been identified as that part of the semantic space which
is concerned with the evaluative dimension.

2

But this is only part of

*See David C. McClelland, The Achieving Society (Princeton,
New Jersey: D. Van Nostrand Company, Inc., 1961), p. 296.
o

Charles E. Osgood, George J. Suci, and Percy H. Tannebaum,
The Measurement of Meaning (Urbana, Illinois; University of Illinois
Press, 1957), p. 190.
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the disposition of the individual toward behavior.

The meaning of the

concept in the context of a situation provides additional information
which can be used as an explanation of behavior.
attitude does not automatically imply the same

In brief, the same

behavior.^

if the

differences occurred on any of the three evaluative scales (good— bad.
pleasant— unpleasant. fair-unfair), the attitude toward the concept was
different.

If the difference occurred on the other six scales, the

meaning of the concept was different.
The difference in meaning or attitude could be influenced by
the three variables under investigation in this study:
zation, power, and size of organization.

type of organi

There may be significant

differences in attitude when each variable is considered separately.
In addition, the analysis shows the difference in attitudes when the
variables interact.

ANALYSIS OF STUDENT ATTITUDES AND CAREER PREFERENCE
The analysis investigates first the attitudes of students who
prefer public and private enterprise.

The hypothesis tested is that

those who prefer private enterprise have more favorable attitudes
toward business careers than those who prefer public enterprise.
Since the results in Chapter III indicated that approximately 85 per
cent of the entire sample preferred private enterprise, the purpose
of this analysis was to determine whether the attitudes of the

3Ibid., pp. 198-199.
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students who preferred private enterprise were significantly different
from the attitudes 6f students who preferred public enterprise.
The relationships are enhanced by subsequent analyses of power,
the interaction of power and type of organization, size of organiza
tion, and the interactions which resulted when size was combined with
type of organization or power.

Attitudes of Students Who Prefer Public
and Private Enterprise
When the student's attitudes were analyzed by type of organiza
tion, there were no significant differences between the private and
public groups.
on all concepts.

Students generally placed a favorable value and meaning
In effect, there was no evidence that a positive

relationship existed between attitudes toward the power aspects in a
business career and preference for a career in private enterprise.
Subjects did not differ in attitudes or meaning on any of the concepts
at the decision level of .05.
However, further examination of the data in the profiles in
Exhibits 1 through 6 shows the interpretation of meaning to the students.
Two of the concepts produced a difference in meaning between the two
groups at the .066 level of significance.

Although this level falls

short of the decision criterion of .05, there is some evidence that a
positive difference is present in the attitudes of the groups.^

^D. R. Cox, Planning of Experiments (New York:
Sons, Inc., 1958), p. 159.

John Wiley &
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EXHIBIT 1

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

BAD

GOOD

WEAK

DULL

STRONG

.

UNPLEASANT

SMALL

SHARP

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE .

Private Enterprise
Public Enterprise

ACTIVE

83

EXHIBIT 2

OPPORTUNITY PROVIDED BY BUSINESS CAREER TO
INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

LARGE

SMALL

FAST

A—

UNFAIR

.

NARROW

.

WIDE

PASSIVE

.

. ACTIVE

_______ Private Enterprise
----- Public Enterprise

FAIR
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EXHIBIT 3

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

.

WIDE

PASSIVE

.

ACTIVE

Private Enterprise
Public Enterprise
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EXHIBIT 4

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETITION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Private Enterprise
Public Enterprise

ACTIVE
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EXHIBIT 5

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

LARGE

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Private Enterprise
Public Enterprise

ACTIVE

EXHIBIT 6

YOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Private Enterprise
Public Enterprise

ACTIVE
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The first concept which showed this level of significance was
the opportunity to make decisions.

Students who preferred a career

in private enterprise described this concept as active. They may view
the private sector as a place where there is less routine or more
action-oriented work.
In addition, the same group considered the opportunity provided
by a business career to use their abilities as a wide opportunity.

An

opportunity to use one's abilities need not necessarily be associated
with the power motive.

The concept was used for a reference point as

an explanation for career preference.

The fact that it was significant

to the private enterprise group at a level of .066 seems to substan
tiate this point.

A business career appears to offer a wider opportun

ity to the students to work in their chosen field.
Although the analysis has not supported the hypothesis that
students who choose private enterprise have more favorable attitudes
toward the power aspects of business, it lends support to the findings
in Chapter III which indicated that career preference was independent
of the power motive.
It was felt, however, that further analyses would provide a
better description and explanation of student behavior.

An analysis

of the effect of the level of need for power on attitudes seemed appro
priate as the next step in the study.

Level of Need for Power and Attitudes
Toward Aspects of Business Career
The attitudes under consideration in this investigation were
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believed to be Influenced by the power motive.

Evidence so far In the

study has not Indicated a positive relationship between high level of
need for power and preference for private enterprise.

In addition, in

the test on attitudes only two concepts approached the decision level
of .05--"Business Career Provides Opportunity for You To Make Decisions"
and "Opportunity Provided by Business Career To Use Your Abilities."
There was the possibility that the concepts were not related to
the power motive although they appeared to be the power positions of
the organization.

Therefore, the groups were tested by classifying the

sample as high and low level of need for power.

Definition of high and

low need for power was based on the median for the sample.
It will be recalled from Chapter II that the criteria used for
selection of the power concepts were:
1.

the need to control or influence others or the world at
large;

2.

the desire for superiority and prestige.

Tests of the semantic differential data on three of the concepts
disclose the significant differences in attitudes shown in Tables 18
through 20.

High level of need for power felt the concepts relating

to (1) influencing other people in the organization and (2) chance to
attain a position of prestige were stronger and larger in a business
career.

These two concepts were judged on the potency factor which

indicates that they are strong concepts to students with a high level
of need for power.
The third concept was the opportunity to set objectives and
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TABLE 18
SIGNIFICANT DIFFERENCES IN ATTITUDES BETWEEN
LEVELS OF NEED FOR POWER*
Concept 1.--Opportunity To Set Objectives and
Assume Responsibility in Business Career

"F" Value

P

good

0.18013

n.s**

strong

0.13757

II

Sharp

1,57033

11

pleasant

0.35517

II

Scale

Level of Need
for Power

large

4.61478

0.0304

fast

1.13431

n.s

fair

1.35984

•i

wide

active

High Power

Low Power

7.66798

0.0061

0.56449

n.s

★Critical "F" Value : 3.84
**Not significant at the .05 level
Degrees of freedom^ = 1
Degrees of freedom2 B 329
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TABLE 19
SIGNIFICANT DIFFERENCES IN ATTITUDES BETWEEN
LEVELS OF NEED FOR POWER*
Concept 2 .— Opportunity Provided by Business
Career To Influence Other People
in the Organization

Scale

Level of Need

"F" Value

P

for Power

good

strong

High Power

0.87172

n.s**

5.53853

0.0181

8harp

1.51453

n.s

pleasant

0.13234

II

large

0.15350

ft

fast

0.93786

II

fair

1.31381

11

wide

0.14718

11

active

0.13158

II

♦Critical "F" Value: 3.84
**Not significant at the .05 level
Degrees of freedom^ ■ 1
Degrees of freedoai2 - 3 2 9
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TABLE 20
SIGNIFICANT DIFFERENCES IN ATTITUDES BETWEEN
LEVELS OF NEED FOR POWER*
Concept 6.— Your Chance To Attain a
Position of Prestige in Business

Scale

Level of Need

"F" Value

P

for Power

n.s**

good

0.88030

strong

1.13060

sharp

0.51979

II

pleasant

0.09768

II

n

5.87001

0,0152

fast

2 .06011

n.s

fair

0.29986

ii

wide

1.62979

ii

active

2.98578

large

High Power

★Critical "F" Value: 3.84
**Not significant at the .05 level
Degrees of freedom^ = 1
Degrees of freedon^ ■ 329

n
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assume responsibility in a business career.

While this concept was a

potent factor for the power motive, it appeared to appeal to high and
low levels of need for power.

The researcher was placed in the posi

tion of trying to explain why both levels of need for power had favor
able meanings toward a concept in the context of a business career.
The most plausible interpretation of this development was that
students, regardless of level of need for power or career preference,
attached a strong meaning to the concept.

A desire for autonomy

appears to be present in all students.
For this sample, it appeared that the concepts which were
positively related to a level of need for power were the opportunity
to influence others and an opportunity to attain a position of prestige.
The foregoing analysis has been based on the comparison of one
factor averaged over the levels of the others.

Further interpretation

is based on the interaction of power and type.

Interaction of Level of Need for
Power and Type of Enterprise
When the interaction effects of type and power were analyzed,
the attitudes of subjects were found to differ significantly on the
three concepts which had shown significant differences for the power
motive.

Type of enterprise had produced no significant differences

in attitudes toward the concepts, but an interaction signified there
must be some influence of power and type when the two are analyzed.
According to the hypothesis, the students who preferred private
enterprise had more favorable attitudes toward the power aspects of a
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business career than those who preferred public enterprise. Examina
tion of the means in Tables 21 through 23 shows that where significant
interactions occurred, private and public enterprise had favorable means
on each concept.
A definite pattern emerges from the analysis.

On all the

scales, with one exception, the pattern in attitudes and meaning shows
similar attitudes held by high level power students who prefer public
enterprise and low level power students who prefer private enterprise.
This finding also lends support to the results in Chapter III:

power

and preference for type of enterprise are not positively related.

An

explanation is also provided for the failure of the data to support the
hypothesis tested in this chapter.

Attitudes are very similar when

they are averaged over type of enterprise.
Interpretation of this particular pattern of interaction
raises an interesting question.

Why did the students who had a high

level of need for power and more favorable attitudes toward these
concepts in a business career prefer public enterprise?

The attitudes

of high level of need for power students who prefer the private sector
were less favorable than the low level of need for power in the same
classification.
was asked.

Perhaps, as one writer suggests,^ the wrong question

It was not the power positions that led the students in

this sample to prefer private or public enterprise.

Some other vari

able (s) influenced their preference.
^Ardie Lubin, "The Interpretation of Significant Interaction,"
Readings in Statistics for the Behavioral Sciences, ed. Emil F. Heermann
and Larry A. Braskamp (Englewood Cliffs, New Jersey: Prentice-Hall,
Inc., 1970), pp. 261-270.
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TABLE 21
MEANS FOR SIGNIFICANT INTERACTION OF POWER
AND TYPE OF ENTERPRISE ON CONCEPT 1

Level of Need
for Power

Type of Enterprise
Private

Public

"F" Value

p

Scale— Strong
High

5.7630

6.2000

Low

5.9933

5.6296

5.95378

0.0145

7.65096

0.0061

9.50326

0.0026

Scale— Sharp
High

5.5556

5.9600

Low

5.7067

5.1481

Scale— Large
High

5.4074

6.0000

Low

5.4267

4.7407

Critical "F" Value:

3.84

Degrees of freedom^ = i
Degrees of freedon^ = 3 2 9
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TABLE 22
MEANS FOR SIGNIFICANT INTERACTION OF POWER
AND TYPE OF ENTERPRISE ON CONCEPT 2

Level of Need
for Power

Type of Enterprise
Private

Public

"F" Value

P

Scale— Good
High

5.7185

6.3600

Low

5.9867

5.7407

5.37577

0.0198

6.73750

0.0096

Scale— Strong
High

5.5926

6.3200

Low

5.7000

5.4074

Critical "F" Value:

3.84

Degrees of freedom^ = 1
Degrees of freedom£ ° 329
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TABLE 23
MEANS FOR SIGNIFICANT INTERACTION OF POWER AND
TYPE OF ENTERPRISE ON CONCEPT 6

Level of Need
for Power

Type of Enterprise
Private

Public

"F" Value

P

Seale- -Strong
High

5.6815

6.1600

Low

5.8400

5.5556

4.16159

0.0396

5.65518

0.0170

5.12399

0.0228

3.95909

0.0446

Scale- -Sharp
High

5.5259

5.8000

Low

5.6000

5.2222

Scale- -Large
High

5.6000

6.0000

Low

5.4800

5.0741

Scale--Active
High

5.6889

6.2800

Low

5.7133

5.4074

Critical "F" Value;

3.84

Degrees of freedom^ = 1
Degrees of freedon^ - 329

98

Thus far, the results have been consistent with the results
obtained when the first hypothesis was tested.

There Is no Indication

that the power motive influenced preference for private enterprise.
The one exception to the general pattern prevailing in the
interaction was on the concept, "Your Chance To Obtain a Position of
Prestige in Business."

On the potency scale, large, the interaction

order was the same in both types of enterprise.

High level of need

for power in private and public enterprise felt this concept was a
strong one.

Thus, it appears that prestige and high level of need for

power are positively related.
Proportions of students who preferred smaller organizations
was large (74.78 per cent), so the next step in the analysis was the
effect of size on attitudes of the students.

Organizational Size and Attitudes of Students
The classification for size of organization in this analysis
was based on two levels, small- and large-size organizations.

The

division was made at the level of 5,000 employees for the following
reasons:
1.

The nature of many organizations is based upon repetitive

operations so that many huhdreds of employees may be supervised by a
relatively small management group.
2.

The size of the management group influences the degree of

interaction which is possible among the members.
The analysis of attitudes on the power aspects of the organi
zation when size is the independent variable resulted in significant
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differences on two concepts shown in Tables 24 and 25.
The significant difference found in the meaning of Concept 2
is in the expected direction of small-size organizations.

Logically,

it could be expected that a small size would indicate the meaning of
"opportunity to influence other people in the organization" as fast.
The opportunity to interact with the management group would be
expected to generate more activity because the management group would
be smaller.
Concept 4 aroused the evaluative dimension involving atti
tudes toward the concept when size was a factor.

On every evalua

tive scale the attitude expressed by those who prefer a career in a
large organization was more favorable.

The competitive aspect of the

business career, then, is probably viewed within the context of large
and small organizations.

According to this sample, competition is

a strong force within large organizations.
In analyzing the effect of size on attitudes, many of the
concepts had no significant interaction.

The attitudes and meaning

were generally favorable toward these concepts in all sizes of
organization.

However, size did interact with the other variables.

The next section examines the results of the interaction.
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TABLE 24
SIGNIFICANT DIFFERENCES IN ATTITUDES OF STUDENTS WHO
PREFER SMALL AND LARGE ORGANIZATIONS*
Concept 2.— Opportunity Provided by Business Career
To Influence Other People in the Organization

Size of Organization

"F" Value

P

good

1.60048

n.s**

strong

3.47317

II

sharp

1.24502

It

pleasant

0.61171

II

large

0.00233

Scale

11

4,16549

0.0395

fair

0.34169

n.s

wide

0.0 1 8 60

ii

active

0.03987

fast

Small size

♦Critical "F" Value: 3.84
**Not significant at the .05 level
Degrees of freedom^ = 1
Degrees of freedon^ = 329

ii
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TABLE 25
SIGNIFICANT DIFFERENCES IN ATTITUDES OF STUDENTS
WHO PREFER SMALL AND LARGE ORGANIZATIONS*
Concept 4.— Business Career Provides Challenge
to you Through Competition

Scale

Size of Organization

"F" Value

p

good

large size

8.80891

0.0036

strong

large size

5.31895

0.0205

0.45114

n.s**

5.00539

0.0244

1.52530

n.s

sharp

jaleasant

large size

large

fast

large size

4.11150

0.0408

fair

large size

5.67311

0.0169

wide

1.06253

n.s

active

0.02401

"

★Critical "F" Value: 3.84
**Not significant at the .05 level
Degrees of freedom^ = 1
Degrees of freedon^ = 329
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Interaction of Size with Other Variables
The interaction effect is particularly appropriate for
describing the attitudes and meaning of concepts in organizations by
observing the variables under different conditions.

The variable,

size, has in itself produced a significant difference bn Concepts 2 and
4 in attitudes and meaning.

Type and Size of Organization.--In this analysis, the four
classifications are public and private enterprise and small and large
organizations.

Tables 26, 27, and 28 show the significant differences

on Concepts 1, 3, and 4.
On each of the concepts, the interaction pattern is of the same
form as that found when power and type of organization were analyzed.
The attitudes of students who preferred public enterprise and large
organizations is similar to the attitudes of students who preferred
private enterprise and small organizations.
On one evaluative scale for Concept 4, the interaction was not
the same form as the previous scales.

In this instance, large

organizations in both public and private enterprise felt the challenge
of competition was good.

This appeared to the researcher to be a

further indication that competition may be judged within the organiza
tion itself.
The pattern of interaction found in this series of analyses is
evidence of the fact that the power aspects of business are not the
controlling factor in preference for size.

This interpretation is

further supported by the results obtained in Chapter IV.

When the
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TABLE 26
MEANS FOR SIGNIFICANT INTERACTION OF TYPE
AND SIZE OF ORGANIZATION ON CONCEPT 1

Type of
Organization

Size of Organization
Small

"F" Value

P

Large

Scale— Fair

Public

5.6000

6.0909

Private

5.8018

5.4762

Critical "F" Value:

3.84

Degree of freedom^ = 1
Degree of freedoo^ = 329

4.12869

0.0403
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TABLE 27
MEANS FOR SIGNIFICANT INTERACTION OF TYPE
AND SIZE OF ORGANIZATION ON CONCEPT 3

Type of
Organization

Size of Organization
Small

"F" Value

P

4.03681

0.0426

Large

Scale— Strong
Public

5.8667

6.5000

Private

6.0811

5.8730

Critical "F" Value:

3.84

Degrees of freedom^ _
Degrees of freedoo^ *

l
329
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TABLE 28
MEANS FOR SIGNIFICANT INTERACTION OF TYPE
AND SIZE OF ORGANIZATION ON CONCEPT 4

Type of
Organization

Size of Organization
Small

Large

"F" Value

P

4.99733

.0245

6.42377

0.0113

5.30991

0.0206

Scale— Good
Public

5.6667

6.5909

Private

6.1667

6.3175

Scale— Pleasant
Public

4.5667

5.6818

Private

5.4009

5.3333

Scale— Fast
Public

4.9000

5.8636

Private

5.4189

5.3651

Critical "F” Value:

3.84

Degrees of freedom^ = 1
Degrees of freedon^ “ 329
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association between size and level of need for power was analyzed In
that chapter, the classifications were independent.
To complete the analysis, an investigation of the effect of
the power motive in the interaction was necessary.

Effect of Power in Interaction.— When power interacted with
size and when the interaction involved all three variables, type of
organization, size, and power, there was only one concept on which the
interaction occurred— that of prestige in business.

Tables 5 and 6 in

Appendix C show the results of the analyses.
Interpretation of the attitudes presented difficulty because
of the pattern which was evident in other interactions.

This same

pattern of high level of power-public and low level of power-private
was present when power and type interacted.

In that analysis, the

influence of the power motive was considered inappropriate.

Could it

be possible that the interaction represented a desire in all students
for recognition?
In developing a measurement for the power motive, Veroff
indicated that there may be some confusion with the recognition
motive.

2

Since it was quite apparent that the rank of high level of

need for power was not constant, the recognition motive presented a
more logical interpretation.

Furthermore, the frequency of interaction

O

Joseph Veroff, "Development and Validation of a Projective
Measure of Power Motivation," Motives in Fantasy. Action, and Society,
ed., John W. Atkinson (Princeton, New Jersey: D. Van NoBtrand
Company, Inc., 1958), pp. 105-116.
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on the concept Indicated that recognition was of some concern to the
students.
The foregoing analyses have not supported the hypothesis that
students who prefer private enterprise have more favorable attitudes
toward the power aspects of a business career.

Descriptive profiles

of the students by academic area may give some useful information.

ATTITUDE PROFILE BY ACADEMIC AREA
Approximately 82 per cent of the business students and 86 per
cent of the engineering students preferred to work in private enter
prise.

Attitudes often provide insight into behavior which may

result in the motivation of the individual to attain the goals which
management has set.

Thus, attitudes expressed by the students toward

certain issues and concepts in the business environment basically
affect their adjustment to the job.

It appeared, therefore, that

communication of these attitudes was of interest to the business com
munity as a means of assessing the issues which demand attention at
this time.
The method of presentation was chosen to emphasize in consid
erable detail the attitudes and meanings of the concepts to students
who may be potential managers.

Consideration of the opportunity to

subnit ideas in the form of setting objectives, making decisions,
using one's abilities, and the other positions of influence are
sensitive areas which affect a person's motivation to join and remain
in the organization and to contribute creatively.
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Business Administration Students

Private Enterprise Group.--Out of 161 students of the College
of Business Administration, 132 preferred to enter private enterprise.
Exhibits 7 through 12 show the attitudes of the students with a high
level of power and those with a low level of power.
Attitudes and meanings over the levels of power were not too
divergent.

Generally favorable attitudes prevailed throughout.

It

appeared that the least favorable meaning for this particular group
occurred in most instances on the scales fast and wide. It is the
opinion of the researcher that these two descriptive scales may
provide a clue for the preference of the business group for small
organizations.

Public Enterprise Group.--A total of 29 students, or 18 per
cent, of the business administration sample preferred to enter public
enterprise.

Exhibits 13 through 18 show the attitudes of the high

level of power and the low level of power students in this group.
The profiles confirm the results of the analysis on the inter
action of power and type of enterprise.

Students with a high level of

power who prefer public enterprise have more favorable means for the
concepts in a business career than students with a high level of power
who prefer private enterprise.

The one exception to this general rule

is the concept concerning the challenge through competition.

The

competitive atmosphere of a business career is more highly valued in
the private enterprise group.
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EXHIBIT 7

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

SMALL

PLEASANT

LARGE

SLOW

, FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Private
Business Low Power-Private

ACTIVE
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EXHIBIT 8

OPPORTUNITY PROVIDED BY BUSINESS CAREER TO
INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Private
Business Low Power-Private

ACTIVE
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EXHIBIT 9

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

SMALL

PLEASANT

LARGE

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Private
Business Low Power-Private

ACTIVE
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EXHIBIT 10

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETITION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Business High Power-Private
Business Low Power-Private

ACTIVE
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EXHIBIT 11

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

A

PASSIVE

Business High Power-Private
Business Low Power-Private

WIDE

ACTIVE
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EXHIBIT 12

YOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

PLEASANT

SHALL

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Private
Business Low Power-Private

ACTIVE
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EXHIBIT 13

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

BAD

GOOD

WEAK

STRONG

DULL

SHARP

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE

116

EXHIBIT 14

OPPORTUNITY PROVIDED BY BUSINESS CAREER TO
INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE
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EXHIBIT 15

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE
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EXHIBIT 16

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETITION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE
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EXHIBIT 17

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

A

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE
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EXHIBIT 18

TOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Business High Power-Public
Business Low Power-Public

ACTIVE
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Individual differences are expressed in terms of the ultimate
goal of the individual.

Even though attitudes of this group may

indicate a favorable disposition toward certain aspects of the busi
ness career, other values and/or motives may have determined the
preference for public enterprise.

Engineering Students
Approximately 86 per cent of the total engineering group
preferred private enterprise.

Only 23 students, or 13 per cent,

preferred public enterprise as a career.

Private Enterprise Group.— Exhibits 19 through 24 are profiles
of both high level of power and low level of power members of the
private enterprise group.
When a comparison is made of the two groups, students who
have a high level of need for power generally have somewhat less favor
able attitudes on all concepts except the competitive aspect of business.
Here the difference in attitudes is quite sharply defined on the first
group of scales.

High level of power students have much more favorable

attitudes and meaning on this concept.

Public Enterprise Group.— Profiles of the high and low levels
of power for the engineering public enterprise group presents a highly
ambivalent feeling among the students.

Exhibits 25 through 30

provide a picture of strong reaction on the various scales used to
describe the concepts.
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EXHIBIT 19

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 20

OPPORTUNITY PROVIDED BY BUSINESS CAREER TO
INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 21

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 22

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETJTION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 23

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 24

YOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

SMALL

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Private
Engineering Low Power-Private

ACTIVE
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EXHIBIT 25

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

BAD

GOOD

WEAK

STRONG

DULL

SHARP

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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EXHIBIT 26

OPPORTUNITY PROVIDED BY BUSINESS CAREER TO
INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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EXHIBIT 27

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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EXHIBIT 28

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETITION

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

SMALL

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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EXHIBIT 29

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

SMALL

PLEASANT

LARGE

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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EXHIBIT 30

YOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

BAD

GOOD

WEAK

STRONG

DULL

SHARP

UNPLEASANT

PLEASANT

LARGE

SLOW

FAST

UNFAIR

FAIR

NARROW

WIDE

PASSIVE

Engineering High Power-Public
Engineering Low Power-Public

ACTIVE
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When high level o£ need for power students in the public sector
are compared to the high level of need for power in the private sector,
the public enterprise group has a less favorable attitude about the
concepts on the scale, pleasant.
As was the case in the business administration group, students
who preferred private enterprise had a more favorable attitude toward
the competitive aspects of a business career than those who preferred
public enterprise.
Concept 3, Business Career Provides Opportunity for You To
Make Decisions, is especially interesting since high level of power
students describe the concept as slightly unpleasant.

The researcher

can offer no explanation for such an attitude among high level of
power students.

The theory of the power motive indicates a strong

desire to make decisions which affect the world at large.

However,

this does not seem to be the case in this sample.
The two academic groups have described the concepts in generally
favorable terms.

Both academic groups who prefer private enterprise

have fairly steady attitudes over scales and concepts.

Upon examina

tion of the public groups in business and engineering, however, there
appears to be a feeling of ambivalence in attitudes and meanings of the
concepts in a business career.

It is possible that if these concepts

were tested in the context of the public enterprise environment, the
attitudes would reflect a more positive feeling.

SUMMARY
The entire sample of students was subjected to a factorial
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analysis to determine whether significant differences in attitudes
occurred when the effect of three variables, type of enterprise, level
of need for power, and size of organization, were tested simultaneously.
Two levels of each of the three variables were selected;

public and

private enterprise; high and low level of power divided at the median
for the entire sample; and large and small organizations, arbitrarily
divided at 5,000 employees.
The technique chosen to measure the attitudes of the students
was the semantic differential.

This method measures the attitude and

meaning of concepts on several dimensions of meaning.
According to McClelland's theory of the power motive,^ subjects
would have more favorable attitudes toward the concepts tested in this
analysis if they preferred private enterprise, had a high level of need
for power, or preferred small organizations.

Accordingly, the

hypothesis to be tested was stated thus:
College juniors and seniors who prefer careers in private
enterprise have more favorable attitudes toward certain
aspects of the business organization believed to influence
the power motive than those who prefer careers in public
enterprise.
Analysis of the private enterprise and public enterprise groups
showed no significant differences in attitudes at the .05 level.
Therefore, the hypothesis as stated was not supported.

Attitudes toward

concepts believed to be related to the power motive were similar for
the private and public group.

^McClelland, op. cit.. p;, 296.
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There were, however, two concepts which were significant at
the .066 level which seem important in this investigation.

First, the

opportunity to make decisions was described as active by the private
enterprise group.

Second, the same group had a more favorable attitude

toward the opportunity provided by business career to use abilities.
This concept seems particularly noteworthy because in no other instance
did a significant difference occur on the concept.

There was no inter

action in later analyses which might have been interpreted in any other
way.

In addition, this level of significance presents fairly good

evidence that a contrast in attitudes does exist between private and
public enterprise,
The power motive was tested for effect on attitudes.

Signifi

cant differences occurred on the concepts concerned with influencing
other people in the organization and the chance of attaining a position
of prestige.

High level of power felt strongly about the concepts.

One concept, "Opportunity To Set Objectives and Assume Responsi
bility in Business Career," produced favorable attitudes by both high
and low level of need for power.

The researcher interpreted this to

mean that the concept was important to both groups.

All students

appeared to feel strongly about this aspect of an organization.
Size produced significant differences at the .05 level on two
concepts.

As predicted, small size had more favorable attitudes on

influencing other people.

However, the picture changed when large

organizations were considered.
on the challenge of competition.

Large size had more favorable attitudes
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In all interactions of the variables, power and type of enter
prise, high level of need for power who preferred public enterprise had
similar attitudes to those of low level of need for power who preferred
private enterprise. The same pattern of interaction occurred when size
and type of enterprise was studied.

Students in public enterprise who

preferred large organizations had similar attitudes on the power aspects
as those in private enterprise who preferred small organizations.
Interpretation of the interactions which occurred in the atti
tude study must be qualified because of the pattern which resulted.
For this reason, interpretation of the effect of the power motive on
attitudes was considered to be meaningless.

Therefore, the interaction

data offer evidence to support the findings in Chapter III and IV to
the effect that there is no positive relationship between the need for
power and career preference.
On other interactions in the study, the concept of attaining a
position of prestige appeared to offer some insight into the motives
of students.

Although there was a great deal of activity on this con

cept, the pattern of interaction was essentially the same as that dis
cussed above.

The researcher interpreted this as an indication that

the recognition motive may be considered as one explanation of the
interaction.

Evidence of the importance of recognition to all students

is offered by the number of scales on which significant differences
were reported.
Descriptive profiles of the students in the academic areas of
business and engineering were drawn from the mean scores on each scale.
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The groups were generally favorable over all concepts.

However, In

both the business and engineering groups, students who prefer public
enterprise appear to have very ambivalent feelings toward the concepts
in a business career.

Students in business and engineering who prefer

private enterprise have very similar attitudes regardless of the level
of need for power.
These analyses have indicated that preference for a particular
type and size of organization has not been influenced by attitudes
toward the power aspects of the organization.

CHAPTER VI

SUMMARY. CONCLUSIONS. AND RECOMMENDATIONS

SUMMARY
For many years the problem of employee motivation has concen
trated on the satisfaction of the primary and psychological needs of
the individual as the basis for fulfilling the behavioral requirements
of the organization.

Not only are the psychological needs difficult

to determine, but incentives designed to motivate individuals to
innovate and improve the system have not been entirely satisfactory.
In effect, the behavioral requirement of innovation calls for selfmotivation on the part of the individual.

Theoretical Problem
Individual motivation is behavior which results from motives
and attitudes with varying degrees of strength and intensity.

Research

indicates that persistence toward a goal is determined by the strength
of the motive.

Therefore, individuals who have intense needs will be

capable of greater motivation.

The purpose of this study was to

investigate a theory of behavior characterized by a relatively constant
motivation.
David C. McClelland and his associates have identified the
need for power as a motivational pattern which can be isolated, mea
sured, and used to predict certain behavior believed to be associated
139
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with the power motive.

Predicted behavior Is based on the satisfaction

of the motive derived from the control or influence over another
person or group of persons.
This associated behavior indicates the importance of the power
motive to the organization.

Managers are directly engaged in the

process of control or influence over groups of persons.

Higher levels

of need for power may provide the motivation to advance to higher
managerial positions by creating and innovating beyond the role re
quirements .
Therefore, research on this particular motivational pattern is
of interest to organizations in their effort to attract and hold
competent managers.

Corporate executives have been concerned by the

"lack of interest" shown by college students in the economic sector.
"Lack of interest" is a serious development because of the need

by

organizations for a special education and training of college youth.
Accordingly, McClelland's theory of behavior associated with the power
motive appeared to be an important matter for investigation.
In the course of research on the relationship of personality
variables and economic growth, McClelland concluded that a man with a
high level of need for power would avoid employment in government or
large bureaucratic organizations because he wants to impose his will
and not simply implement policy emanating from higher levels of the
organization.

To provide more information on this theory, the follow

ing hypotheses were developed;
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Hypothesis 1:

College juniors and seniors who prefer careers
in private enterprise have significantly
higher levels of need for power than those
who prefer a career in public enterprise.

Hypothesis 2;

College juniors and seniors who prefer
careers in small- or medium-size organiza
tions have higher levels of need for power
than those who prefer careers in large- or
giant-size organizations.

In the evaluation of alternative careers, attitudes of the
students are the perceptual framework within which t|ie evaluation
takes place.

Therefore, an investigation of the attitudes of the

students was considered important from the standpoint of providing an
explanation of their behavior.

Accordingly, the research was expanded

to include the following hypothesis:
Hypothesis 3;

College juniors and seniors who prefer careers
in private enterprise have more favorable
attitudes toward certain aspects of the
business organization believed to influence
the power motive than those who prefer careers
in public enterprise.

The next step in the investigation was the determination of
the methodology used to collect and analyze the data.

Methodology
Data for the investigation was collected on career preference,
the need for power, and attitudes of college students.

Selection of Subjects.--Subjects were selected from the areas
of business administration and engineering at Louisiana State
University.

These students were selected because recruitment by

business organizations is heavily concentrated in these two academic
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areas.

In addition, availability of employment in the public sector

represents an alternative for the students.

A total of 337 juniors

and seniors participated in the study.

Research Instrument.--The research instrument was in three
parts.

One, a questionnaire provided the basis for classification of

subjects by preference for a career.
Test tested the need for power.

Two, a Thematic Apperception

Three, the semantic differential test

collected the data which was used to measure the attitudes and meaning
of aspects of a business career.

Statistical Analysis.— The nature of the data for the first
two hypotheses was not exact in a numerical sense.

Type and size of

organization were dichotomies, and level of need for power was defined
by dividing the distribution at the median into high and low levels.
For this reason, the chi-square test of independence of classification
was chosen for the statistical analysis.
The third hypothesis was tested by analysis of variance using
a factorial analysis as the experimental design.

In this manner, it is

possible to examine several independent variables simultaneously, as
well as the effect of various combinations of the variables.
Criterion for the level of significance was .05 for all
hypotheses.

This level of significance seemed to be a reasonable basis

for concluding that a difference was significant.
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Experimental Evidence on Type of Enterprise
and Size of Organization
Association between high level of need for power and career
preference was investigated first for type of enterprise and second for
size of organization.

Other analyses included extreme portions of the

distribution, academic areas, and the private enterprise group.

Level of Need for Power and Type of Enterprise.--Subjects were
classified by high and low level of need for power and by private and
public enterprise.
cent of the sample.
enterprise.

Private enterprise was the choice of 84.57 per
Only 15.43 per cent preferred a career in public

Chi-square analysis of the groups resulted in a very low

level of significance, indicating almost complete agreement between
the observed frequencies and expected frequencies.
A second analysis was conducted with the extreme portions of
the distribution, thus eliminating those scores which clustered around
the median.

This analysis did not determine a significant relationship

between a higher level of need for power and preference for a career
in private enterprise.
According to the theory, motivation is a multiplicative func
tion of the strength of the motive, the subjective probability of
success, and the incentive value of success.

Men with a higher level

of need for power would prefer a course of action they perceived
would satisfy their disposition to control or influence others.
McClelland concluded that joining the public enterprise system
would be distasteful to men with a high level of need for power because
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of the nature of the organization.

Objectives are politically deter

mined and policies are implemented by the use of rules and procedures
to insure conformity.

In brief, subjects with a high level of need

for power would perceive the situation in private enterprise as an
opportunity to impose their will.

However, the analyses conducted to

test this theory indicated that the classifications were independent.
Some of the inconsistency could have been caused by the differ
ence in subjects--college students were tested in this sample; managers
in public and private enterprise were tested in McClelland’s research.
However, college students are well informed and there is no reason to
assume that they would be unaware of the particular characteristics of
public enterprise which might be objectionable to men with high levels
of need for power.
In addition to the above, analyses were conducted in each
academic area in order to detect possible differences in the associa
tion between level of power and career preference.

No significant

relationship was found in the business administration group or in the
engineering group.

Analysis of the extreme portions of each distribu

tion gave the same results.
Although the analyses had not indicated any substantial evidence
to support McClelland's theory of behavior, there was a possibility that
an examination of the private enterprise group might prove to be more
fruitful.

Level of Need for Power and Ownership of Business.— McCle1land
implied in his research that men with a high level of need for power
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would probably view ownership as a crucial issue because of their dis
position to control.

Accordingly, the private enterprise group was

divided into groups and analyzed.
The first analysis was conducted by dividing private enter
prise into two categories:

personal business and business corporations.

Chi-square analysis indicated that career preferences were relatively
independent of the levels of need for power.
In the second analysis, the ownership group was enlarged by
including subjects entering a family business.
in this analysis were;

Thus the four groups

high and low levels of power; personal and

family business as one business group and business corporations as
another.

The classifications showed no significant relationship in the

test between a higher level of need for power and ownership of business.
Subsequent analyses using the same classifications in each
academic area indicated that the level of need for power had no influ
ence on preference for ownership.
The need for power has not been related to subjects' behavior
according to the data in their preference for private enterprise or
ownership of business.

Preference for size of organization was con

sidered in the next series of analyses.

Organizational Size and the Need for Power.— McClelland based
his theory of the behavior of men with high need for power on the
bureaucratic characteristics of large organizations.

For example, as

large organizations expand and diversify, the functions of specialized
groups increase; sub-units of administration are organized because of
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the limitations imposed by the interaction span of the manager; and a
hierarchy of authority is established to coordinate the flow of work.
Moreover, as the coordination needs increase, routine procedures are
installed, a central-record keeping system is developed, and standard
ized communication techniques are used to disseminate information.
These developments run counter to the theorized behavior of the
man with a high level of need for power.

Routine and standardized

procedures may be interpreted by him as arbitrary decisions of higher
authority.

As a result, he may have no degree of influence in deter

mining his own endeavor.

Therefore, it was hypothesized that a man

with this personality would avoid the large bureaucratic organization.
The large organization was classified as over 5,000 employees,
a classification which was tentatively supported by other research on
the perception of students of "big" organizations.
The first analysis was conducted by constructing a contingency
table of four classifications by size:

small, medium, large, and giant.

Chi-square analysis showed these classifications to be relatively
independent of the level of need for power.

The significance level was

very low-between .30 and .50.
Further analyses using the large and small classifications of
organization and the high and low levels of power gave no indication of
a positive relationship between the two variables.

Although 74.78 per

cent of the sample preferred a small organization for a career, level
of need for power did not appear to influence subjects' choice.
Extreme portions of the distribution and separate academic
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areas were analyzed by a similar procedure with no significant results.
Students appear to evaluate the alternatives of large and small
organizations without the influence of level of need for power.
However, the data revealed that within academic groups the
engineering group showed a greater percentage who preferred large
organizations than did the business administration group.
The attitudes of subjects on certain aspects of the organiza
tion are examined next in order to explain the findings of the first
and second hypotheses.

Experimental Evidence on Attitudes
According to McClelland's theory of the power motive, men with
h|gh levels of need for power would perceive public enterprise and
large bureaucratic organizations as unpleasant careers.

Therefore,

attitudes of students who preferred a career in private enterprise
would be more favorable toward aspects of the business organization
believed to influence the power motive than those who preferred a
career in public enterprise.
Selection of the concepts for the attitude study was based on
research of the issues which will concern students in their chosen
careers.

Attitude data were obtained on the following concepts;
C-l.

Opportunity To Set Objectives and Assume Responsibility
in Business Career.

C-2.

Opportunity Provided by Business Career To Influence
Other People in the Organization.
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C-3.

Business Career Provides Opportunity for You To
Make Decisions.

C-4.

Business Career Provides Challenge to You through
Competition.

C-5.

Opportunity Provided by Business Career To Use Your
Abilities.

C-6.

Your Chance To Attain a Position of Prestige in
Business.

Results of the analysis are reported in the following sections.

Attitudes and Type of Enterprise.--The first analysis was to
test the effect of preference for type of enterprise.

This test did

not reveal any significant differences at the level of .05 between the
attitudes of students who preferred private enterprise and those who
preferred public enterprise.

Attitudes toward the power aspects of a

business career were generally favorable in both private and public
enterprise.
However, two concepts were significant at the .066 level,
which indicates fairly good evidence there is a contrast in attitudes.
Private enterprise had more favorable attitudes on concepts C-3 and
C-5.

Decision making appeared action-oriented to the private group

since the description was illustrated by the word active.
C-5 had only one reaction in the entire study.

Furthermore,

The private enterprise

group described this concept as wide.

Attitudes and Level of Power.— When the analysis was conducted
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to test the effect of high and low levels of need for power, signifi
cant differences occurred on C-l, C-2, and C-6.

On C-l, high and low

level of need for power had favorable attitudes on different scales.
On C-2 and C-6, high level of need for power had more favorable atti
tudes .

Attitudes and Size of Organization.— This analysis produced
significant differences on C-2 and C-4.

Students who preferred small

organizations described the opportunity to influence other people as
fast.

Students who preferred large organizations had more favorable

attitudes on C-4 regarding competition in a business career.

Level of Need for Power and Interactions.— Significant differ
ences occurred on C-l, C-2, and C-6 when levels of need for power
interacted with other variables on the scales.

However, the pattern

of interaction which developed showed that high level of power studentspublic enterprise had similar attitudes and meanings as those of low
level of power students-private enterprise.

This evidence indicated

to the researcher that level of need for power was not influential
in shaping the attitudes of students.

As a result, it appeared that

the data offered support to the previous findings in the tests of the
first two hypotheses.
On the other hand, considerable activity took place on C-6.
Although the power motive was always a part of the activity, the
researcher felt it could not be interpreted as an influence for the
reasons given above.

The only other interpretation to be drawn from
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the activity is that the recognition motive played a role in shaping
attitudes on this subject.

The recognition motive is apparently a

strong motive in all students as evidenced by the number of scales on
which significant differences occurred.

Academic Profiles.— The mean scores for the scales were used
to construct profiles of the business administration and engineering
groups.

Students in both groups who preferred private enterprise were

generally favorable on all concepts.
Students who preferred public enterprise appeared to have
rather ambivalent attitudes toward the concepts of a business career.

CONCLUSIONS
Conclusions drawn from this investigation serve to modify
certain theoretical predictions of the behavior of men with a high
level of need for power, at least for the subjects included in the
study.
One, high level of need for power does not appear to have an
association with the preference of students for a career in private
enterprise or a small organization.

The hypotheses as stated were not

confirmed.
Two, there was no evidence to support the theory that ownership
was a crucial issue in the career preference of men with a high level
of need for power.

No doubt other variables have a marked effect on the

decision for ownership, but the students were asked specifically for
their preference.
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Three, the attitude study appeared to confirm the results of
the first two hypotheses.

Subjects who prefer a career in private

enterprise have attitudes similar to those who prefer public enterprise
concerning the power aspects of business.
Four, private enterprise and small organizations are the over
whelming preference of students.

Other variables appear to influence

the evaluation of alternatives, but the disposition is to avoid public
enterprise and the large organization.
Five, within the academic sub-groups, engineers show a greater
preference for large organizations when compared to business students.
The need for power, however, did not appear to influence the preference.
Six, as a possible explanation for the preferences exercised by
subjects, the work itself in the context of the public and private
environment may provide the motivation to enter a career in private
enterprise.

For example, one instance in which there was fairly

substantial evidence that a difference in meaning existed between the
two groups occurred on the concept concerning the opportunity to use
one's abilities.

The word used to describe this concept was wide, a

description which was interpreted to mean that subjects may consider
public enterprise as restrictive.
Moreover, the work itself has been considered as a means of
providing motivation in the organization.^

Students in the academic

areas of business administration and engineering have spent four or

Frederick Herzberg, Work and the Nature of Man (New York:
World Publishing Company, 1966).

152

five years acquiring knowledge and skills for a career.

Therefore,

when they have obtained a degree, they may believe that private enter
prise offers a wider opportunity to use their specialized knowledge.
Seven, the opportunity to have some discretion in the use of
their abilities may have motivated subjects to prefer private enter
prise.

Another instance in which fairly good evidence indicated that

the private group differed from the public group was on the concept
of the opportunity to make decisions.

The polar adjectives on which

this difference was recorded were active— passive. Choice of the
adjective active may be interpreted as meaning less routine or more
personal independence in the performance of their work.
Eight, recognition in a career is an important factor to all
students.

Conclusions cannot be drawn regarding any particular com

bination of variables because of the mixed interactions which occurred.
However, the frequency of response implied that recognition may be a
O

significant element when applied to the motivational process.
The negative results obtained in this study on the behavior of
men with a high need for power may be due to the fact that arousal of
the motive occurs more often in the work environment.

However, the

power motive has been considered by psychologists as a relatively
constant motivational factor and, as such, would appear to influence

2

Herzberg reported similar conclusions in his research on
motivation in the work environment. McGregor's assumption that commit
ment to objectives is a function of the egoistic needs gives credence
to this conclusion. See Douglas McGregor, The Human Side of Enterprise
(New York; McGraw-Hill Book Company, Inc., 1960).

153

the behavior of students.

The behavior Itself In relation to career

preference was In the predicted direction, but Its relationship with
the power motive was not in agreement with the hypotheses.
Furthermore, if the need for power is found to be a desirable
attribute for managers, further research will be necessary before a
reliable means of identification can be developed.
The next section presents recommendations based on the fore
going conclusions.

RECOMMENDATIONS
The objectives of the recommendations are twofold:

(1) the

specific direction for research and (2) the needs of the business
community.
One, a study needs to be undertaken using a sample of the
students participating in this investigation to determine if subjects
enter their preferred career.

The study also needs to investigate the

extent to which their expectations of a career correspond to the
actual experience.
Two, further research needs to be conducted on the attitudes
toward opportunities in public enterprise.
Three, research in the academic areas needs to investigate the
question of choice of major field of study and a career in private
enterprise or a particular size of organization.

In effect, is choice

of academic study related to area of interest, economics, or size and
type of organization?

Other variables such as travel, prestige, and
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competition rather than the economics of the situation may influence
preference for size and type of enterprise.
Four, more research needs to be done in the area of the
behavior of men with high needs for power.

Behavior cannot be inferred

from the attitudes of the subjects in this study.
Five, studies similar to this one need to be made at this and
other universities to see if the same attitudes and behavior are wide
spread among college youth.
Six, research is needed to determine what variables enter into
the preference for a career in private enterprise and small organiza
tions.
Seven, the study indicated a desire on the part of students
for a certain amount ofindependence in their work.

There is a need

for further research on

the desire for individualism in collegeyouth

and its significance in

the motivational process.

Eight, the response to recognition indicated that management
in organizations may benefit from research into this factor as a means
of motivation.
Nine, if the business community feels that the need for power
is important in managerial success, there must be a measurement devel
oped to identify these people.

This study did not indicate career

choice was a valid predictor of the need.
There is a lack of information on the college student, his
expectations in a career and the variables which enter into his
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motivation to join an organization.

Since he will shape the private

and public enterprise in the future, his attitudes and behavior are
significant to the motivational process to join and improve the
organization.
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The Research Instrument
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Please answer the questions to the best of your knowledge at this time.
1.

Age _________

2.

Permanent home address _____________ _____________

3.

Academic classification
3-1.
3-2.
3-3.
3-4.
3-5.

4.

Freshman _________
Sophomore ______
Junior _________
Senior _ _ _ _ _ _ _ _
Other

Major area of study
4-1.
4-2.
4-3.

5.

_______

Business
Engineering
Other

What occupational area do you prefer to enter as a career when, you
receive your Bachelor degree? If you intend to enter graduate
school, please check the area you prefer to enter upon completion
of your graduate degree. If the armed forces is a temporary goal,
check your career preference upon completion of this obligation.
5-1.______ your own business
5-2.______ your family's business
5-3.

____ government service (local, State, Federal)

5-4.______ teaching profession
5-5.______ armed forces
5-6.______ a business corporation
5-7.

a charitable organization

5-8.

private foundation (such as Ford, Rockefeller)

5-9.______ other
6.

Please check below the size organization (by number of employees)
in which you would prefer to work.
6-1. _____
6-2.______
6-3.______
6-4.______

500 and under employees
501 - 5,000 employees
5,001 - 10,000 employees
over 10,000 employees
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INSTRUCTIONS FOR TEST OF IMAGINATION

(PLEASE READ CAREFULLY)
On the following pages are three pictures designed to test
your imaginative ability. Express your creativity by writing your
ideas about each situation pictured. Following each picture is a
page for your story, and the following questions will be on each
page to help you organize your thoughts:
1.
2.
3.
4.

What is happening? Who are th« people?
What has led up to this situation? Whathas happened
in the past?
What is being thought? What is wanted?
By whom?
What will happen? What will be done?

The questions are only guides to organize your thinking.
The story should be a continuous one— interesting and dramatic.
Don't describe the pictures. Put yourself into this situation and
write about the human relationships and reactions which you feel
would take place in the circumstances suggested by the pictures.
Any story you choose to write will be all right— there are
no right or wrong stories. The pictures are vague for the specific
purpose of allowing you to imagine a story in your own way.
Five minutes per story is the allotted time. I will keep
time and tell you when to turn to the next picture. If you under
stand
the instructions turn the page, look at the first picture
briefly and write your story.
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DON'T SPEND OVER 5 MINUTES ON THIS STORY.

What Is happening? Who are the people? What has led up to this
situation? What has happened In the past?

What is being thought?
What will be done?

What^ is wanted?

By whom?

What will happen?

When your time is up, please go to the next picture.
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DON'T SPEND OVER 5 MINUTES ON THIS STORY.

What Is happening? Who are the people? What has led up to this
situation? What has happened In the past?

What Is being thought?
What will be done?

What Is wanted?

By whom?

What will happen?

When your time Is upf please go to the next picture.

,\ ' *

v ? }' >

J
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DON'T SPEND OVER 5 MINUTES ON THIS STORY.

What Is happening? Who are the people? What has led up to this
situation? What has happened In the past?

What Is being thought?
What will be done?

What Is wanted?

By whom?

When your time Is up, please go to the next page.

What will happen?
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INSTRUCTIONS

The following pages are intended as a measurement of
certain concepts by having you judge them against descriptive scales.
The scales are intended to provide several dimensions of meaning for
you to judge your attitude toward the concept at the top of the page.
The scales are related to the descriptive words as follows:
If you feel that the concept is extremely good or bad, place a check
thus:
good

:X :____ :__ :___ :__ :___ :
: bad
or
good_:_____ :_;__ :___ :__ :___ : X : bad
If you feel that the concept is quite good or bad, thus:
good
good

:___: X :__ :___ :__ :___ :___ : bad
or
:_____ :_:__ :___ :__ : X :___ :bad

If you feel that the concept is slightly good or bad, thus:
good
good

:_____ :_: X :___ :__ :___ :___ : bad
or
:_____ ;_;__ :___ :X :___ :____:bad

If you have no feeling about the concept at all or if you feel the
scale is not relevant to the concept, then place a check thus:
good :___:___ :___ : X :___ :___ :___ : bad
IMPORTANT. Please read the scale carefully and mark the center of
the spaces.
This
Not This

— good : X_:___ :__ :___ :___ :___ :___ :bad
good :__ :
X
:___ :___ :___ :___ :bad

Read each concept and scale carefully but work as quickly as
you can, your first impression is the important one. Make an indepen
dent judgment on each scale even though it may be puzzling to you. It
is your attitude toward the concept that is important, so please give
your honest impression.
Judge each concept independently— they are separate concepts.
None has been repeated in the test. If you understand the instructions,
turn the page and begin.

OPPORTUNITY TO SET OBJECTIVES AND ASSUME
RESPONSIBILITY IN BUSINESS CAREER

good

bad

weak :___:___ :___ :___ :___ :___ :___ : strong

sharp :___ :___ :___:___ :___ :___ :___ : dull

unpleasant :___:___ :___ :___ :___ :___ :

: pleasant

large :___:___ :___ :___ :___ :___ :___ : small

slow :

:

:

:

:

:

:

:

fast

fair :___:___ :___ :___ :___:___ :___ : unfair

wide :___ :___ :___ :___ :___ :___ :___ : narrow

passive :

:

;

;___ :___ :___ :

: active

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO INFLUENCE OTHER PEOPLE IN THE ORGANIZATION

good :___ :___ :___ :___ :___ :___ :__ : bad

weak :___ :___ :___ :___ :___ :___ :__ : strong

sharp ;___ :___ :___ :___ :___ :___ :__ : dull

unpleasant :___ :___ :___ :___ :___ :___ :__ : pleasant

large :___ :___ :___ :___ :___ :___ :__ : small

slow :___ :___ :___ :___ :___ :___ :__ : fast

fair :___ :___ :___ :___ :___ :___ :__ : unfair

wide :___ :___ :___ :___ :___ :___ :__ : narrow

passive

:___ :

;___ :___ :___ :___ :__ : active

BUSINESS CAREER PROVIDES OPPORTUNITY FOR
YOU TO MAKE DECISIONS

good

;__ :___ :__ :___ :___ :___ :___ :bad

weak

:__ :___ :__ :___ ;___ :___ :___ :strong

sharp

:__ :___ :__ ;___ :___ :___ :___ :dull

unpleasant__:__ :___ :__ :___ :___ :___ :___ :pleasant

large__ :__ :___ :__ :___ :___ :___ :___ :small

slow__ :__ :___ :__ :___ :___ :___ :___ :fast

fair

:__ :___ :__ :___ :___ :___ :___ :unfair

wide

:__ :___ :__ :___ :___ :___ :___ :narrow

passive

:__ :___ :__ :

;___ :___ :___ :active

BUSINESS CAREER PROVIDES CHALLENGE TO YOU
THROUGH COMPETITION

good____________________ *___ *

*

weak :__ ____•----•--- *-- *------ : strong

sharp :___ •___ *--- •--- •----------

unpleasant

dul1

:
:pleasant
___:___.--- •--- •.-- *------

:
: small
large :__ :____ :--- :--- *.-- *-- --slow

.

.

.___ .___ .___ :___ :___ :fast

fair

:__ :___ :--- •--- •--- *--- '-- : unfair

wide :__ :____...............
•--- •--- •-- *------ : narrow

passive

•

*

:

:___ :___ :___ :___ :active

OPPORTUNITY PROVIDED BY BUSINESS CAREER
TO USE YOUR ABILITIES

good :___ :___ :___ :___ :___ :___ :__ : bad

weak :___ :___ :___ :___ :___ :___ :__ : strong

sharp :___ :___ :___ :___ :___ :___ :___ :dull

unpleasant :___ :___ :___ :___ :___ :___ :___ :pleasant

large :___ :___ :___ :___ :___ :___ :

:small

8low :___ :___ :___ :___ :___ :___ :___ :fast

fair :___ :___ :___ :___ :___ :___ :___ :unfair

wide :___ :___ :___ :___ :___ :___ :___ :narrow

passive :___ :___:___ :___ :___ :___ ’
•--- : active

YOUR CHANCE TO ATTAIN A POSITION OF
PRESTIGE IN BUSINESS

good

:__ :___ :___ :___ :___ :___ :___ :bad

weak

:__ :___ :___ :___ :___ :___ :___ :strong

sharp

:__ :___ ;___ :___ :___ :___ :___ :dull

unpleasant__ :__ :___ :___ :___ :___ :___ :___ :pleasant

large

:__ :___ :___ :___ :___ :___:___ :small

slow

:__ :___ :___ :___ :___:___ :___ :fast

fair__ :__ :___ :___ :___ :___ :___ :___ :unfair

wide

passive

:__ :___ :___ ;___ ;___ :___ ;___ :narrow

:__ :___ :___ •___ ;

:___ :___ :active
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FREQUENCY DISTRIBUTION OF NEED FOR POWER
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TABLE B-l
FREQUENCY DISTRIBUTION OF SCORES ON
NEED FOR POWER FOR ENTIRE SAMPLE

Score

Frequency

0
1
2
3

65

4

51

5

46

6

28

7

15

8

12

9

10

0

11

2

Number = 337
Median = 3.37
Mean = 3.58
Standard Deviation « 2.24

1

TABLE B-2
FREQUENCY DISTRIBUTION FOR SCORES ON
NEED FOR POWER FOR ENGINEERING STUDENTS

Score

Frequency

0

21

1

15

2

31

3

34

4

29

5

17

6

12

7

11

8

5

9

1

10

0

11

0

Number = 176
Median =3.12
Mean = 3.28
Standard Deviation =2.14
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TABLE B-3
FREQUENCY DISTRIBUTION FOR SCORES ON NEED
FOR POWER FOR BUSINESS STUDENTS

Score

Frequency

0

12

1

8

2

26

3

30

4

22

5

29

6

16

7
8
9

10

0

11

2

Number = 1 6 1
Median = 3.70
Mean = 3.91
Standard Deviation =2.31

APPENDIX C
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TABLE C-l
INFLUENCE OF LEVEL OF NEED FOR POWER
ON PREFERENCE IN PRIVATE BUSINESS
FOR BUSINESS STUDENTS

Level of

Type of Private Business

Need for
Power

Personal
and Family

Business
Firms

Total

Number

Percentage

Number

Percentage

Num
ber

Per
centage

High

19

14.40

48

36.36

67

50.76

Low

23

17.42

42

31.82

65

49.24

Total

42

31.82

90

68.18

132

100.00

X2 = 0.7508
0.30<p <.0.50
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TABLE C-2
INFLUENCE OF LEVEL OF NEED FOR POWER
ON PREFERENCE IN PRIVATE BUSINESS
FOR ENGINEERING STUDENTS

Type of Private Business

Level of

Personal
and Family

Need for

Business
Firms

Total

Power

Number

Percentage

Number

Percentage

Num
ber

Per
centage

High

10

6.53

58

37.91

68

50.76

Low

17

11.12

68

44.44

85

55.56

Total

27

17.65

126

82.35

153

100.00

X2 - 0.7285
0.30 <p <0.50
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TABLE C-3
INFLUENCE OF EXTREME LEVELS OF NEED FOR POWER ON
PREFERENCE FOR ORGANIZATIONAL SIZE FOR
BUSINESS STUDENTS

Size of Organization

Level of

Small

Need for
Power

Number

Large

PerNumber
centage

Total

Per
centage

Num
ber

Per
centage

High

50

45.87

13

11.92

63

57.80

Low

40

36.70

6

5.50

46

42.20

Total

90

82.57

19

17.42

109

100.00

X2 - 1.0646
C= 0.1391
0.30 <p <0.50
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TABLE C-4
INFLUENCE OF EXTREME LEVELS OF NEED FOR POWER ON
PREFERENCE FOR ORGANIZATIONAL SIZE FOR
ENGINEERING STUDENTS

Size of Organization

Level of

Total

Large

Small

Need for
Number

Per
centage

Number

Per
centage

Num
ber

Per
centage

High

29

25.66

17

15.04

46

40.70

Low

49

43.37

18

15.93

67

59.30

Total

78

69.03

35

30.97

113

100.00

Power

X2 * 1.2990
C= 0.1508
0.25 < p <0.30
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TABLE C-5
MEANS FOR SIGNIFICANT INTERACTION OF
LEVEL OF NEED FOR POWER AND SIZE
OF ORGANIZATION ON CONCEPT 6

Level of
Need for
Power

Size of Organization
Small

Large

"F" Value

P

Scale— Larae
High

5.6239

5.7674

Low

5.4593

5.2857

4.33509

0.0357

3.85609

0.0474

Scale— Wide
High

5.0171

5.3488

Low

5.1630

5.0000

Critical "F" Value: 3.84
Degrees of freedom^ = 1
Degrees of freedon^ = 3 2 9

TABLE C-6
MEANS OF SIGNIFICANT INTERACTION OF TYPE OF ENTERPRISE,
LEVEL OF NEED FOR POWER, AND SIZE OF ORGANIZATION
ON CONCEPT 6

Level of
Need
for Power

Size of Organization
Small
Public

Large

Private

Public

Private

"F" Value

5.10347

0.0231

7.41976

0.0069

3.92453

0.0455

P

Scale--Sharp
High

5.5833

5.6571

6.0000

5.0667

Low

5.3889

5.5128

4.8889

5.9091

Scale- "Large
High

5.4167

5.6476

6.5385

5.4333

Low

5.4444

5.4615
4.3333
Scale- -Fast

5.5455

High

5.0000

5.1143

5.8462

4.8000

Low

5.3889

4.9487

4.2222

4.6970

Critical "F" Value: 3.84
Degrees of freedom^ = 1
Degrees of freedon^ = 329
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